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We will also host dedicated promotional workshops and create peer-support 
networks. These initiatives will empower staff to apply for promotion and increase 
the number of female colleagues to Associate Professor.  

The School will apply an equitable and transparent work allocation model, promote HR 
policies to facilitate awareness and up-take of flexible working and maternity/
paternity/parental/carers, sabbatical leaves as well as HR policies on reporting
procedures. A new department handbook will ensure awareness for all staff, especially 
new starters, of the department supports available.

I am very proud of the ongoing efforts of all our staff within School, who have worked 
tirelessly in contributing to the data gathering, analysis and data mining that have 
formed the basis of this application. The demographic profile of our staff changed 
significantly and positively, with new staff recruitment transforming the gender balance 
within this STEM environment. Despite this, we recognise that there is further 
improvement needed, and look forward to implementing the action plan. 

This application endorses the progress that we have made to date and provides 
further impetus to our endeavours to embed the Athena SWAN principles in all our 
activities in the coming years. I can confirm that the information presented in the 
application (including qualitative and quantitative data) is an honest, accurate, and 
true representation of the School.
Yours Sincerely, 

Professor Paul A. Cahill 

Head - School of Biotechnology  
Chair of Vascular Biology & Therapeutics 
Faculty of Science and Health Dublin City University 

-------------------------- 
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2. DESCRIPTION OF THE DEPARTMENT

Recommended word count:  Bronze: 500 words  |  Silver: 500 words

Dublin City University (DCU) School of Biotechnology (SoBT) is an internationally-focused 
centre for excellence in teaching and innovation, boasting state-of-the-art facilities. SoBT is 

unique with established expertise across many scientific disciplines including Bioprocess 

Engineering, Biochemistry, Bioinformatics, Cancer, Genetics, Immunology, Microbiology, 

Molecular Cell Biology and Virology.  

As of 30th September 2021, 21 academic staff are employed in the SoBT (20/21 permanent 

positions); 3 Prof (1M:2F); 4 Associate Prof (4M:0F); 14 Assistant Prof (7M:7F)  

 

  

There are 12 professional support staff (PSS) (10/12 permanent positions) consisting of 9 

technical officers (2M:7F) including  

 

 

There are 9 research staff on temporary pensionable contracts, 2 full-time research 

assistants (1M:1F) and 7 postdoctoral researchers (PDRs) (2M:5F), including 2F on part-time 

fixed-hours (FTE 0.8). Postgraduate researchers (PGRs) and PDRs deliver seminars, and PGRs 

provide paid tutorial laboratory support for undergraduate (UG) labs. To provide an 

expanded academic learning experience for PDRs (research centre-affiliated) in 2021, 7 PDRs 

were allocated teaching responsibilities (4M:3F). 

The SoBT is 1 of 7 schools in the Faculty of Science and Health (FSH), with over 500 students 

representing 9% UG and 18% PGR student enrolment in the FSH (2021). SoBT offers three 

BSc degrees in Genetics and Cellular Biology (GCB), Biotechnology (BT) and BioProcessing 

(available from September 2022). In 2021/22, SoBT introduced a new common entry option, 

where students opt to specialise in any of the degrees from 2nd year (Figure 2.1). 

The school also teaches onto degrees led by the School of Chemistry (SoC), namely Analytical 

Science (the SoBT directs the biology option from 3rd year); and Environmental Science and 

Technology (Chair is rotated with the SoC).  

SoBT also offers two taught MSc degrees in Diagnostic and Precision Medicine (MDPM) and 

Bioprocess Engineering (MSBE). 

Overall, the majority of the students in SoBT are female. Ratios have remained stable over 

the last few years (M:F): 2019/2020 - 41%:59%; 2020/2021 - 42%:58%; 2021/2022 - 

39%:61%. 
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3. THE SELF-ASSESSMENT PROCESS

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words

(i) a description of the self-assessment team

The SoBT SAT consists of 11 members and was first established in September 2020. 

The SAT Chair volunteered for the role, and invited members from academic, research, 
technical roles to join, along with student representatives. The SAT has representation 
across all cohorts, except Associate Professor and administrator grades. This will be rectified 
when the SAT turns to implementation of the AP. 

The SoBT SAT meets approximately every 6-8 weeks. Initially, the SAT* consisted of 4M:7F 
(64%F); however, with new members and individuals rotating off the SAT, the final team 
from September 2021 consists of 5M:6F (55%F).  

The SAT was divided into sub-group responsibilities (Table 3.1). Each sub-group had a 
designated leader, who together with the working group members had responsibilities for 
key issues and sections within the submission. 

Table 3.1: Details of the backgrounds and responsibilities of the SAT members 

Name, gender, role in 
department 

Research, expertise and 
outside the department 

Work stream role 

Paul A Cahill (M), 
Full Professor 

Chair of Vascular Biology & 
Therapeutics 

Enjoys politics, international 
travel, cinema and radio. 

Head of SoBT 
§1.0 & §5.1.
Analysis, reflection,
incorporation of findings
and AP

Denis Collins (M), 
Senior research fellow 

PI Cancer Biotherapeutics, 
investigating targeted-therapies 
and immune response.  

Enjoys running and playing the 
guitar, but not at the same 
time. 

Gathering of staff data. 
§4.2. Review and editing of
submission and AP

Neil Conlon (M), 
Postdoctoral fellow 

Researches HER2-driven 
cancers and repurposing 
already approved therapies for 
hard-to-treat cancers.  

Enjoys running, reading, and 
travelling. 

Review of EDI survey. 
§5.3. Review and editing of
submission and AP
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Alex Eustace (M), 
Assistant Professor 

Researches genomics and 
translational oncology.   

Father to 3-boys. Enjoys 
watching his sons play GAA, and 
getting his weekly miles in! 

§4.1. Review and editing of
submission. SMART AP.

Aisling Fennell (F), UG 
Biotechnology student 

Third-year Biotechnology 
student. Class representative in 
first-year and involved in many 
societies in DCU.  

Enjoys swimming, running and 
reading.  

Review of §4.1 and 
submission. 

Emma Finlay (F),     
Senior technical officer 

Research population genetics. 
Provides bioinformatics 
research support, teaches 
undergraduates/graduates.  

Enjoys paper crafts, knitting, 
sewing, and baking with her 
children. 

Review of staff survey. 
§4.1, §4.2, §5.1
Bench-marking data and
graphics. Review and editing
of submission and AP.

Ciara Hegarty (F), UG 
Biotechnology student 

Class rep for her first-year. 
Interest in disease research, 
treatment and development. 

Enjoys baking, art and 
travelling. 

Review of §4.1 and editing 
of submission. SMART AP. 

Janosch Heller (M), 
Assistant Professor 

Research into deciphering 
astrocyte changes in diseases. 

From Germany, enjoys 
exploring the Irish countryside, 
cooking/baking, novels and 
reality TV shows. 

Training and development 
data analysis. 
§5.5: Review and editing of
submission and AP.
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Christine Loscher (F), 
Full Professor 

PI Immunomodulation 
Research. Associate Dean for 
Research. 

Mum to 4-children and a dog! 
Found at football-sidelines, 
gymnastics and Irish-dancing 
Feiseanna! 

Review of submission. 
Analysis and reflection, of 
findings on data and AP. 

Amira Mahdi (F), 
Postdoctoral fellow 

Research focuses on finding 
novel therapeutics for HER2+ 
positive breast cancer.  

Enjoys baking, listening to 
podcasts and hiking. 

§3.0: §5.6: Review and
editing of submission.
SMART AP.

Naomi Walsh (F), 
Assistant Professor 
(Chair of SAT) 

PI Translational Cancer 
Genomics and 3D Organoid 
research group.  

Mother of 3-children. Enjoys 
running and playing Gaelic 
football. 

§2.0: §3.0: §5:
SMART AP. Writing, review
and editing of submission.

* Previous SAT members included Niamh Bookey (F) (PGR), Nicola Gaynor (F) (PDR), Konstantinos 
Grintzalis (M) (Assistant Prof).

(ii) an account of the self-assessment process

A total of 12 formal SAT meetings were held from 28th September 2020 – June 2022. Due to 
COVID-19 and a hybrid teaching scheme, all meetings have been held via Zoom. During the 
first initial meeting, the DCU Athena SWAN Co-ordinator from the EDI Unit presented to the 
team providing guidance, support, and experience. The SAT also discussed and agreed to the 
Terms of Reference, and agreed tasks and responsibilities.  
The following meetings involved planning/arranging for collection of data and staff 
consultation, dataset analysis, drafting actions plans, division of sub-group responsibilities. 
A shared Google Drive folder was set up in which the Chair uploaded documents such as 
forms, survey templates and reports, successful applications from other departments, 
minutes/agenda from previous meetings and section drafts of the application for all to 
review. A specific page of the SoBT website was published in April 2022 highlighting the role 
of the SAT. 

Over subsequent meetings, each SAT member would report back on preliminary data 
gathering efforts, analysis and draft questions for the Culture and Diversity survey. The final 
meetings in 2022 provided constructive updates and feedback to draft section applications 
and were reviewed and discussed. 
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A number of different meetings and consultations have taken place with the SAT including 
with HR, Registry, Quality Promotions Office, and the HR EDI unit.  
The Chair of the SAT provides monthly updates at the SoBT staff meetings, and represents 
the SoBT SAT at the Faculty of Science and Health Management Committee. The Chair is also 
a member of the DCU SAT which provides an opportunity to link local actions to institutional 
processes. The SAT Chairs from all the FSH Schools formed an internal peer support network, 
meeting virtually every 6-8 weeks as applications progressed. Here, the Chairs advise and 
provide a support network to each other. 

The SoBT Chair is the EDI champion for the DCU PPI (public and patient involvement) Ignite, 
promoting gender equality in PPI. SAT members have attended Athena SWAN Ireland 
engagement events for department level applications.  
The SAT Chair contribution to the Athena SWAN is recognised through the SoBT workload 
model.  

Two previous members of the DCU Institutional Bronze award SAT volunteered to be 
members of the SoBT SAT to bring expertise. 

The survey 

The staff and PGR student culture and diversity survey was conducted in September 2021. 
There were 53 respondents (Figure 3.1) equating to an overall response rate of 65%. Follow-
up 1:1 interviews took place between Dec 2021 - May 2022 to seek better understanding of 
views from surveys to engage additional ideas for the Action Plan.  

A supplementary survey will be rolled out Nov-Dec 2022 to promote better engagement, 
inclusion of newer staff member opinions and refine questions in areas of diversity identified 
in the initial survey [AP3.1].  

Figure 3.1: SoBT student and staff categories who responded to EDI Culture and Diversity 
Survey in September 2021 
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There is no clear pattern between males/females for GCB or BT for degree grade 
attainment. Grade inflation due to the pandemic and the switch to remote work with 
increased continuous assessment was observed, but does not favour males/females 
(Figure 4.2). However, in 2020/21, males attained more H1 grades (75%M vs 29%F) in 
GCB; and females outperformed males in BT (56%M vs 71%F) - this may be a once off 

observation due to COVID-19, but will be monitored annually [AP4.1.2]. 

Figure 4.2: The number of M/F students achieving each result in GCB and BT programmes 

and percentage who received a H1 grade. 

Course completion rates within the 4-year GCB and BT programmes ranged 
considerably. The average completion rates for BT are strong for both genders 
(87%M:87%F). GCB has lower overall completion rates (59%M:78%F), with males tending 
to have poorer completion rates compared to females (Figure 4.3). However, within 5-

years the GCB male completion rate rises to >80%. 
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This is comparable with HEA national completion rates in Biology and Biochemistry2 of 
72-77% in new entrants 2008-2011. Nationally, in that time period, completion of Biology
and Biochemistry was lower for males (66, 69, 76% respectively) than for females (76, 76,
78%). UCC biochemistry3 had higher completion rates, with 86-95% of students graduating
in the same degree year but they showed a similar pattern of worse completion by males.
Since females dominate the GCB programme, greater rates of male completion require

careful scrutiny and targeted action approaches [AP4.1.2].

Figure 4.3: 4-year completion rates for UG courses GCB and BT from year of entry by 
gender. 

(iii) Numbers of men and women on postgraduate taught degrees

The SoBT has two taught MSc programmes: MSc Diagnostics and Precision Medicine
(MDPM) and MSc Bioprocess Engineering (MSBE). There is a consistent trend of higher 
female participation in MDPM (>70%F). The opposite occurs for MSBE (37%F). This disparity 
occurs within both full/part time MSc (Table 4.4). This is reflective of national trends where 
equal numbers of M/Fs complete taught masters in natural science subjects but biological 
taught master’s students are 58-62%F while engineering taught master’s students are only 
40-44%F (Table 4.5).
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Figure 4.7: Completion rates for 1-year full-time and 2-year part-time taught MSc MSBE 
and MDPM.  

Both MDPM/MSBE (full-time) have 100% completion rates. 100%F part-time MSBE
students complete within 2-years, with male completion rates averaging 76%M. The 
MDPM is a newer course and part-time 2-year average completion rates are low (50%
M:37%F). This may be to do with the low numbers enrolled (Figure 4.7), but also reflects 
that the majority of part-time students are employed outside the course, but still complete 

the MDPM in 3-years.  

Degree attainment grades fluctuate in both MSc programmes, although males tend to 
achieve a greater number of H1s proportional to their gender in MSBE (except 2020/21) 
(Table 4.8), whereas in MDPM, females achieve higher grades (Table 4.9). Data on grades 
between full-time and part-time are not available [AP4.1.4]. The SoBT will work closely to 
identify potential causes of relative female under-achievement and completion in MSc by 
surveying students about their work, employer supports, family and caring responsibilities, 
etc. [AP4.1.4]. 
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Figure 4.8: Recognising student excellence. PGR Yongda Li receiving his Orla Benson award 

from DCU President Daire Keogh (above) and Dr Molly Williams after winning the 

Chancellors medal with Professor Michelle Butler, Executive Dean, DCU Faculty of Science 

and Health; Brid Horan, DCU Chancellor; Molly Williams; Prof Daire Keogh, DCU President; 

Prof Anne Parle McDermott, School of Biotechnology (below). 
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(ii) Appraisal/development review

In 2020, the PRD scheme (which is currently in pilot phase with a small selection of units 
across DCU) was initiated. Once the pilot programme is completed (end-2022), the 
scheme is expected to be adopted by all Schools in 2023. The review period will run 
annually from April-October, and training will be provided to all staff by the L&D unit. All 
staff who are past their probationary period are eligible to engage with the process, and it 
will have three core components: 1) past performance review; 2) future career objective 
setting; and 3) development needs identification and development planning.

From 2023, the PRD scheme will embed training objectives of staff in annual reviews, which 
will be monitored and recorded [AP5.3.1]. 

AS: The HoS undertakes an annual interview/review of the staff member to review career 
goals, research, teaching and administration strategies. Identification of career development 
and training for staff is a critical part of progression therefore we will encourage active 
engagement of all staff in the PRD scheme, and upon initiation we will survey staff for 
feedback on the processes from 2023 onwards [AP5.3.2].  

PSS: The recently launched DCU Professional Development Framework provides clarity on 
the behavioural competencies that lead to excellence for professional, support and 
administrative staff. It serves as a tool for staff, managers and mentors to enhance career 
planning, personal development and performance conversations. Additionally, the 
University has developed a new programme for PSS at P3 and P4 levels (Emerge 
programme) which supports career development. Uptake is not available yet, but we will
encourage staff to take-up this opportunity [AP5.3.3]. 

RS: The Research Career Framework (RCF) is designed to attract and retain the best 
postdoctoral researchers to DCU, provide them with significant professional development 
and offer the best opportunities in terms of their wider career path. It consists of three 
levels (Figure 5.1). Researchers are expected to undertake teaching activities (<50 hours/
annum), this allows professional development opportunities within mainstream 
academia. RS currently complete an annual performance review with their 
direct supervisors. Implementation of the RCF will be linked to the PDR scheme (rollout 
end 2022), researchers will complete their annual review/training and are eligible to apply 
for promotion to the next levels once they have completed their probationary period. Once 
initiated we will monitor uptake and feedback on the process from RS [AP5.3.4], further 

addressed in (Section 4.2 [AP4.2.2]).  

Figure 5.1. DCU’s Researcher Career Framework 
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BioTranslate is the SoBT structured PhD programme where PGR students are supported in 
developing their careers by completing 30-credits of graduate training elements in a range 
of generic and scientific support modules across multiple subject areas as well as their 
research projects, thus providing an individualised programme that is tailored to the PGRs 
specific needs. DCU provides funding support for travel and conference attendance for 
every registered PGR to aid students in developing their own networks and promote career 
development.  

(v) Support offered to those applying for research grant applications

DCU’s Research Support Team from the Office of the Vice President for Research (OVPR) 
has full-time staff dedicated to each Faculty, as well as staff who specialise in 
different funding schemes such as IRC, SFI, MSCA, and Horizon Europe. The SoBT Research 
Convenor alerts staff to internal and external funding opportunities on a monthly basis 
through email and school meetings. One-one meetings, group forums and research mock 

interviews are offered to academics/researchers applying for grants.  
From our survey, a high proportion of staff (75%M and 83%F) feel supported when applying 
for grants or funding opportunities. Informally, colleagues in the School share successful 
grant applications to assist others with grant application writing. To explore this further, we 
asked 1-1 participants to provide feedback on support they have received when applying for 
funding, and specifically what support is offered to those who are unsuccessful: 

The number of females applying for grants is substantially lower than males (Figure 5.2).
The number of female grant applications has remained similar across the 3-years, while 
the proportion of females in the SoBT has increased from 39-43%. The pandemic response 
and workload acknowledgment for grant applications may account for low female 
applications, therefore targeted APs are underway to increase grant submissions, 
particularly for females. We will focus our efforts to encourage grant submission plans into 
annual PRD scheme, the inclusion of grant writing in workload allocation and development 
of peer support networks [AP5.3.8].  
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Table 5.11: Paternity leave taken between 2019-2021

From our EDI survey, 24% of all staff (42%F) sought parental/unpaid leave. Of these 100%F 
(5/5) “felt supported to apply” “had their request approved” and “availed of the leave”. 
However, only 60%F agreed that they “were provided with adequate information for the 
application”. Therefore, [AP5.5.2] workshop and [AP5.1.3] handbook will also include 
essential information on the application processes for applying for parental/unpaid leave. 

(vi) Flexible working

42%F staff stated that they have availed of flexible working schemes such as parental leave, 
part-time, job-share etc., with 80%F seeking flexible working arrangements to 
facilitate childcare, and other reasons including study. However, 50%F stated that they 

believed “availing of flexible working schemes would negatively impact their career”.  

Only 20%F have availed of informal flexible working schemes (such as adjustment to 
teaching times, meeting times, early starts etc.), and 100% (2/2) stated that their requests 
were accommodated. Therefore, awareness of such opportunities should be communicated 
regularly to staff, and included in SoBT HR workshops [AP5.5.2] and the department 

handbook [AP5.1.3], and through interactions with experienced mentors [AP5.1.4]. 

In our EDI survey, 83% of all staff (75%M and 92%F) strongly agree/agree that the SoBT has 
a culture that makes it possible to achieve a work-life balance. Below are some comments 
as to what the department can do to improve work-life balance. 
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(vi) Timing of departmental meetings and social gatherings

The majority of School meetings are scheduled to be within core hours of 10 am–4 pm,
allowing for the opportunity for all staff attendance. Staff meetings take place every 3-
weeks, with 2-weeks advance notice. Meeting minutes are circulated after the meeting to 

keep everyone updated, especially those unable to attend.    

Since the COVID-19 pandemic, all meetings take place on ZOOM. Staff voted to continue the 
meetings to facilitate access and flexibility for all. Our survey found that during the 
pandemic, 95% of all staff (91%F) agreed/strongly agreed that they were “provided with 

support and guidance in information updates through emails and bi-weekly meetings.” 
Prior to COVID-19, each academic PI and associated research staff/students would host a 
coffee morning in the SoBT. Annual Christmas party for all SoBT staff and students; 
graduations and staff celebration of student awards etc. However due to COVID-19 
restrictions these gatherings were paused, a special emphasis has been initiated to restart 
these social gatherings with a focus on being equally inclusive of all positions, genders and 
cultures [AP5.6.9] and will be facilitated in-part through the creation of a new social cultural 

committee [AP5.6.4].  

(vii) Visibility of role models

The SoBT website was updated in 2021 in line with the standard DCU template to
feature the distinct research outputs and expertise of the department. All staff are listed, 
and links to full research and teaching biographics. Some female staff members are visible 
in national newspapers, television and radio programmes, internet - social media platforms 
and in exhibitions) (Figures 5.5). We have an active website (Figure 5.6), social media 
Twitter account @DcuBiotech maintained within the school that highlights all research, 

teaching and outreach activities.  

Figure 5.5: SoBT Prof Christine Loscher, Inspirational female leaders at DCU highlighted 
as part of Accenture’s Women on Walls, 2021 
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Figure 5.6: Overview of research highlights from SoBT website. 

The FSH has dedicated communications, media and PR sections which allows for staff to 
notify the communications team of pioneering research, funding success or awards. In our 
EDI survey, 58%F agreed/strongly agreed that the department “utilises all staff equally as 
visible role models such as in staff inductions, graduation, open day and such events”. Based 
on this data, we will firstly conduct a review on the current diversity of imagery used to 
promote the visibility of the SoBT. Following this we aim to increase the visibility of staff 
within the department by supporting women to engage with DCU FSH communications team 
to take-up media training, and to profile male and female-led research findings and teaching 
successes more regularly, and maintain frequent website updates [AP5.6.10]. 

DCU President’s Awards are awarded to staff and students who have been recognised for 
their outstanding contributions in their fields of endeavour and in the pursuit of DCU’s 
mission to transform lives and societies. Many SoBT students and staff have been recognised 
for their contributions in research, innovation and engagement (Figure 5.7). 
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Figure 5.7: Recipients and nominations for DCU’s President’s Awards from SoBT students, 
staff and PSS.  

(viii) Outreach activities

Service and contribution to university and society/engagement is one of the three pillars 
of DCU academic achievement (along with research and scholarship and teaching and 
learning). In the promotion process to Associate Professor, for example, Service and 
Contribution to University and Society is scored out of 50 points (the other two are scored 

out of 100).  

The SoBT is active in outreach education and actively engages with the public for open days 
etc. (Figure 5.8), primary and secondary school students facilitating on-campus/site visits. In 
2021/2022, 1M and 2F staff members provided workshops for transition year students 
providing interactive learning on cancer, biochemistry and coding. We also host 

international visiting scientists and students from across the World.  

Figure 5.8: DCU SoBT Open Day 

The Biological Research Society (BRS) is a social and representative body for academic & 
research staff and students within the SoBT. The BRS is composed of a committee (2M:7F) 
of PGR and PDR that are entrusted to represent its members year-round and organise social 
and outreach events. The BRS hosts the SoBT annual research conference allowing a 
showcase of poster and oral presentations. 

In 2020, the BRS were nominated for the Presidents Engagement Awards in the student 
category (Figure 5.9). In 2022, the newly organised BRS committee has restarted social 
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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. 

This guide was published in May 2015. ©Equality Challenge Unit May 2015. 

Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057. 

Information contained in this publication is for the use of Athena SWAN Charter member 

institutions only. Use of this publication and its contents for any other purpose, including copying 

information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk 
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highlighted from 
existing survey 

3.2 

High 

To create sub-
committees of the 
SAT to support 
particular actions 
within the action 
plan, with leads 
appointed for each. 

A number of key 
issues were 
identified through 
survey and 1:1 
interviews that 
require targeted 
actions with the 
support of 
subcommittees  

Create 3 sub-
committees with leads 
appointed for each to 
support the 
implementation of key 
action areas within this 
plan. Lead 3 designated 
as EDI champion 

September-
Dec 2022 

Implementation 
and oversight: 
SAT Chair 

Athena SWAN 
internal leadership 
and governance in 
place to effectively 
support, and 
successfully 
implement the AP 
across the 4-year 
period

3.3 

High 

To ensure the 
workload spread 
and recognition of 
SAT activity  

At present, only the 
SAT Chair has AS 
work recognised in 
their workload 
model  

Liaise with HoS and SAT 
sub-committee leads for 
workload recognition 

On-going. 
SAT and HoS 
in June 2022. 

Implementation 
and oversight: 
SAT, SAT Chair 
and HoS 

Contributions of SAT
sub-committee 
leads incorporated 
into their workload
allocation annually

3.4 

Med 

To reconstitute the 
SAT in Sept 2022 for 
a 3-year period to 
ensure equal SoBT 
cohort 
representation 

There was no 
representation of 
staff at Associate 
Prof or Admin grades 
in the current make-
up of the SAT.  

In addition, there 
was limited 
engagement from 
PGRs in SAT.  

i) Issue an open call to
all staff in the School to
ensure all grades are
represented on the SAT
and there is an
appropriate gender
balance
ii) Communicate
opportunity to be
involved in the SAT to
PGRs through Biological
researchers society
(BRS) to increase
representation

September – 
October 
2022-2025 

Implementation: 
SAT sub- 
committee 1 lead 
Oversight: SAT 
chair and HoS  

New SAT comprises 
of all cohort reps 
within the SoBT to 
promote inclusion 
for all 
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4.0 A picture of the department 

4.1 Student data 

4.1.1 

Med 

Increase 
participation of 
under-represented 
genders in UG 
programmes 

i) Gender disparity
GCB is 73%F and BT
is 50%F in 2021.

ii) Gender
representatives at
school recruitment
events not
systematically
considered.

i) Identify GCB males
and BT female
graduates/ students to
participate in outreach
events such as such as
transition year talks,
open days, marketing
and public images

ii) Include GCB male and
BT female student
narratives in school
promotional material

iii) Conduct targeted
focus groups and
surveys with the aim of
understanding
the  disparities in UG
programme choice
between genders.

i) Yearly,
Sept 2022-
2025 recruit
during 1st

semester of
4th year
cohort

ii) Update
promotional
marketing
materials
with FSH
yearly

iii) Bi-
annually, 2nd

semester,
start March
2023

Implementation: 
SoBT marketing 
lead, along with 
SAT sub-
committee lead 1 
Oversight: 
SAT Chair 

Increase GCB male 
participation to 40% 
by year 4. 

Maintain gender 
parity in BT course 
(50%F) 

Baseline quantitative 
and qualitative data 
on UG programme 
choice underlying 
gender disparity 
obtained, analysed 
and monitored 
annually

4.1.2 

Med 

Increase/ monitor 
the proportional 
grades and 
completion rates of 
males in GCB UG 
programme 

Under-represented 
males in GCB tend to 
score lower and have 
poorer completion 
rates compared to 
females 

i) Include gender
separation on grades in
yearly UG review

ii) Hold focus groups
with males in GCB to
create support network

i) Yearly UG
review

ii) Hold
support
sessions 2-

Implementation: 
GCB programme 
chair and 
designated tutors 
Oversight:  
Teaching 
conveyor and SAT 

UG programmatic 
report of grades by 
gender in yearly 
review  

Increase in male 
completion rates in 
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among students (yrs 1-
4) 
ii) Create space and
opportunity for students
own network
development

times a year 
in 1st 
semester 
(Oct) and 2nd 

semester 
(Mar) 
iii) Encourage
development
of students
own support
network

GCB up to 70% by 
year 4 

4.1.3 

High- 
Med 

Address the gender 
imbalance in taught-
MSc 

Males have 
traditionally held 
both the MSc chair 
positions.  

46%F and 25%F 
teach MDPM and 
MSBE, respectively. 

In 2021, MDPM is 
74%F which is higher 
than benchmarking 
data at 58%F. MSBE 
is 40%F which is 
lower than 
benchmarking data 
at 44%F. Review of 
marketing images 
already conducted. 

i) Initiate shadow MSc
chair roles for female
staff to increase
capacity of F to take on
the MSc chair role
ii) Maintain reporting on
gender of lecturers and
supervisors on MSc
iii) Increase F role
models and expert
lecturers in MSBE via
external invited speaker
sessions and inclusion of
more F research
supervisors
iv) Case study of under-
represented genders
included in recruitment
and promotional
material

i) Sept 2022

ii & iii) 
Yearly, to be 
collated in 
end of year 
MSc report 

iv) Sept-Dec
2022 identify
appropriate
case studies

Implementation:
MDPM &  
MSBE chairs 
Oversight: 
Teaching 
conveyor, HoS 
and SAT 

Female lecturer/ 
supervision of MSBE 
increased to 30% by 
year 4. 

Increase F 
participation in MSc 
chair roles by 50%. 

Male recruitment to 
MDPM to 40% by 
year 4 

Female recruitment 
to MSBE increased to 
50% by year 4. 
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4.1.4 

High 

Increase degree 
completion and 
higher grade 
attainment rates for 
F in taught-MSc 
(full/part time) 

Part-time completion 
rates for MDPM and 
MSBE are low. 

Grades are not 
collected by part-
time status  

i) Conduct student focus
group and survey
specifically about work,
employer supports,
family and caring
responsibilities to allow
for further
understanding and
analyse of issues.
ii) Collect part-time MSc
grades to be included in
future analysis

i) Yearly, to
be included
in the MSc
review
survey, May
2023

ii) Yearly, to
be included
in end of
year MSc
review, May
2023

Implementation: 
MDPM and MSBE 
chairs with SAT 
sub-committee 
lead 1 
Oversight: SAT 
chair 

ii) Faculty of
Science and
Health
Institutional
Research and
Analysis Officer to
include in Power
BI

Increase part-time 2-
year completion rate 
to 80% in MDPM 

Detailed grades by 
gender in MSBE and 
MDPM captured and 
monitored for 
disparities 

4.1.5 

Med 

Address the gender 
imbalance in PGR 
recruitment by 
increasing 
proportion of male 
PGRs 

The proportion of 
female PGR students 
is 60-73% (min-max 
over reporting 
period), which is 
higher than the HEA 
benchmarking of 
55% in biology-based 
degrees.  

i) Develop a database of
PGR application,
interview and
recruitment
disaggregated by gender
so trends can be easily
tracked.

ii) PIs and staff involved
in recruitment to
complete unconscious

i) Sept 2023

ii) Annually

Implementation: 
Student 
information 
services (SIS) & 

SAT sub-
committee lead 

ii & iii) PhD 
supervisors 

Increase male PGR 
proportion in 4 years 
to 50%  

Accurate institutional 
knowledge and 
transparency of PGR 
hiring policy 
obtained and used in 
future 

Informed data 
underscoring the 
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bias online training 
course.  

iii) Ensure all
recruitment panels are
gender balanced.

iv) Perform focus groups
to better understand
the decisions for
choosing biology-based
PG research

iii) June 2022

iv) July 2022
as part of
annual PGR
tutor review

Oversight: HoS 
and SAT chair 

iv) PGR tutor
administrator

reasons for PGR 
choice in biology-
based PhDs to inform 
marketing and 
publication of 
positions 

4.2 Academic and research staff data 

4.2.1 

High 

Increase promotion 
of female academics 
within the School 

SoBT has 0F 
Associate Professors 
and low numbers of 
females applying for 
promotion with 0F 
Assistant Profs 
applying for 
promotion in 2020 

Create a “support 
group” for both M and F 
Assistant Profs to 
support them in 
preparing and applying 
for promotion  

Meet 3x/year 
(1st semester, 
2nd semester 
and 
summer). 
Start Sept 
2022 for 
2023 round 
of 
promotions 
Dec and July  

Implementation: 
SAT sub-
committee lead 2 
Oversight: HoS 
and SAT Chair 

Increase proportion 
of females applying 
for promotion by 40-
50%  

4.2.2 

Med 

Increase PDR 
participation on 
DCU Researcher 
Career Framework 
(RCF) 

Lack of females at 
PDR grade to senior 
researcher transition 

Formally induct PDR 
onto the DCU 
researcher career 
framework 
(prospectively and 
retrospectively). 

Academic 
year 22/23 

Implementation: 
Supervisors of 
PDRs; HR and RIS 
office.  
Oversight: HoS 
during annual 

100% of PDR on RCF, 
by year 4. 

Increase PDR from 
level 1 to level 2/3 
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Provision of teaching 
and tutoring 
opportunities 

performance 
review and 
development 
scheme (PRD) 

on the DCU RCF by 
25%, by year 4  

4.2.3 

Med 

Assess gender 
balance and 
promotional 
opportunities for 
PSS 

PSS are 83%F and 
has remained 
unchanged over the 
reporting period 

100% PSS disagree 
that they have been 
made aware of or 
encouraged to apply 
for promotional 
opportunities 

Promote male 
recruitment with 
specific marketing 
campaigns etc. 

Conduct focus 
group/survey to 
understand the barriers 
and challenges 
surrounding 
promotional and career 
advancement among 
PSS  

2022-2026 Implementation: 
SAT sub-
committee lead 2, 
& CTO 
Oversight: 
SAT Chair and HoS 

Increase male PSS by 
8%, year 4 

A clear 
understanding of the 
barriers around 
promotional / career 
progression 
opportunities and 
actions to address 
these barriers 
identified and added 
to AP as required 

5.0 Supporting and Advancing Women’s careers 

5.1 Key career transition points: academic staff 

i) Recruitment

5.1.1 

High 

Increase staff 
completion of online 
unconscious bias 
training to 
encourage 

Uptake and 
completion of online 
unconscious bias 
training is low and 
offers opportunity 

i) Ensure all staff with
people management
responsibilities
complete mandatory

Annually 
from 
September 
22 

Implementation: 
SAT sub-
committee lead 2 
Oversight: HoS 
and SAT chair 

100% of staff have 
completed training 
by September 2023 
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opportunities to sit 
on interview panels 

for fair allocation of 
staff on interview 
panels 

online unconscious bias 
training. 
ii) Collate annual
completion from HR
iii) Send out internal
reminder emails each
semester to all staff
iv) All new starters to
complete within first
month in department

5.1.2 

High 

In line with DCU 
representation a 
minimum of 40:60 
gender balance 
representation will 
be monitored on 
interview panels, 
one member of the 
panel will be 
designated the EDI 
rep  

Low conversion rates 
between interview 
and appointed 
academic position in 
SoBT 

Monitoring of at least 
40%F representation on 
interview panels in 
accordance with DCU 
policy; internal 
nomination of EDI lead 
on panel 

Ongoing, and 
for all future 
department 
interview 
panels (July 
2022 – 
ongoing) 

Implementation: 
HoS 
Oversight: SAT 
Chair 

At least 40%F 
representation on 
interview panel, 
rotation of EDI role 
among SoBT staff  

ii) Induction

5.1.3 

High 

Increased 
awareness of 
department support 
for new starters, 
including training 
and orientation.  

i) Low numbers of
new academic staff
(3/11; 27%)
completed new staff
orientation during
the reporting period
ii) New staff
members reported a

Create a dedicated 
department handbook 
for all new starters to 
include induction 
orientation, training, 
phone numbers, 
essential e-Learning, 

Jan 2023 Implementation: 
Department 
administrator 
Oversight: SAT 
sub-committee 2 
lead, SAT chair 
and HoS 

90% completion of 
central induction 
within 1st month. 

100% of all new 
starters are aware of 
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lack of awareness of 
departmental 
support during 1:1 
interviews. 

maternity/paternity 
leave procedures etc. 

department supports 
by year 3 

5.1.4 

High 

Initiate formal 
mentorship scheme 
for new staff 
members 

No formal 
mentorship 
programme exists for 
new staff members 
and newly joined 
colleagues expressed 
a wish for it in one to 
one conversations. 

New staff members on 
starting will be assigned 
an experienced staff 
mentor within the 
department. 
Mentorship will be 
recognised as part of 
staff workload. 

Sept 2022 - 
onwards 

Implementation: 
Departmental 
staff mentors  
Oversight: HoS 
and SAT sub-
committee lead 2 

100% (target 5/5) 
new starters will be 
offered mentors for 
1st year   

iii) Promotion

5.1.5 

Med 

Increase the number 
of academic staff 
(both males and 
females) applying 
for promotion 

Low numbers of 
eligible academic 
staff applied for 
promotion during 
the reporting period. 

i) Introduce dedicated 
“promotional rounds” 
support programme for 
all Assist Prof to Assoc 
Profs linked to
[AP4.2.1].
ii) Conduct a promotion 
workshop for all staff to 
inform on the criteria 
and process of 
promotion by HoS
iii) Encourage staff take-
up of University-wide 
mentoring programme

i) 3 times (1st

semester, 2nd

semester and
summer).
Start Sept
2022 for
2023 round
of
promotions

ii & iii) Jan 
2023

 

Implementation: 
SAT sub-
committee 2 lead 
and HoS 
Oversight: HoS & 
SAT Chair 

Increase to 2-3 the 
number of eligible 
academics applying 
for promotion at 
each round 

Provision of support 
network for junior 
staff undergoing 
promotional rounds. 

Increase percentage 
of AS agreeing 
(>80%) that they are 
aware of 
promotional 
opportunities and 
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feel encouraged to 
apply. 

5.1.6 

Med 

Clarify the 
promotional 
opportunities for 
PSS and research 
staff 

<20% of PSS and 
research staff report 
awareness of 
promotion 
opportunities  

Implement a PSS and 
research focus group to 
understand the barriers 
to promotional 
opportunities with these 
cohorts. 

Sept 2023 Implementation: 
SAT sub-
committee lead 3 
Oversight: SAT 
chair and HoS 

Departmental 
specific 
understanding of PSS 
and research staff 
challenges and 
opportunities  

Development and 
implementation of 
specific APs as a 
result of findings 
within the focus 
group 

5.3 Career development: academic staff 

i) Training

5.3.1 

Med 

Implementation of 
annual training and 
development course 
plan for all staff in 
newly initiated PRD 
scheme 

Specific training and 
development courses 
not included in 
annual review, but to 
be included in new 
PRD scheme 

All staff to include 
training and 
development plan in 
annual PRD scheme  

Jan 2023 Implementation: 
All academic staff 
and HoS 

Oversight: SAT 
sub-committee 
lead 2 

100% of staff have 
annual training plans 
in place as part of 
the PRD scheme, by 
year 3 

5.3.2 

Med 

Gain feedback of 
implementation and 
usefulness of PRD in 
appraisal/ 

PRD scheme to be 
rolled-out to all 
departments by end-
2022, therefore was 

Include specific section 
on PRD in the appraisal 
and developmental 
review from all staff in 

Jan 2023 Implementation: 
SAT sub-
committee lead 2 
& all staff  

More detailed data 
collected on uptake 
and usefulness of 
PRD scheme.  >80% 
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developmental 
review from all staff 
in survey 

no feedback was 
collated during 1st 
survey on the uptake 
and usefulness of the 
scheme  

next EDI survey 
[AP3.1.1] 

Oversight: HoS 
and SAT 

of staff agreeing that 
PRD is beneficial to 
their appraisal/ 
development 
review, by year 4 

ii) Appraisal/development review

5.3.3 

Med 

Increase 
opportunities for 
professional staff 
(admin & 
secretaries) to take-
up professional 
development 
training 

No data collated on 
new programme 
initiated for PSS to 
challenge their 
personal and 
professional growth 

Encourage PSS to 
engage with 
Professional 
Development 
Framework and 
Emerge programme 
and include in annual 
PRD. 

Sep 2023, 
annually 
thereafter 

Implementation: 
PSS 
Oversight: HoS & 
sub-committee 
lead 2 and SAT 
Chair 

100% PSS aware of, 
and engaging with, 
the Professional 
Development 
Framework; 2 staff 
participating in 
Emerge programme 
annually.  

5.3.4 

Med 

Promote PDR career 
advancement by 
monitoring uptake 
and gain feedback 
from PDRs to the 
research career 
framework (RCF) 

The RCF for PDRs is 
linked to the roll out 
of the new PRD 
scheme, therefore 
was no feedback was 
collated during 1st 
survey  

Include specific section 
on uptake of RCF by 
PDRs in next EDI survey. 
Linked to [AP3.1.1] and 
[AP4.2.2] 

June 2023 Implementation: 
EDI survey by sub-
committee lead 2 
Oversight: HoS 
and 
PI/supervisors 

Detailed feedback 
collected on RCF 
from PDRs. 
100% increase of all 
RS onto the RCF, by 
year 3 

iii) Support given to academic staff for career progression

5.3.5 

High 

Promote knowledge 
and research 
expertise among 
academic staff 

A recent fall off of 
SoBT academic 
research 
presentations means 
new academics are 
unaware of the 

Hold SoBT academic‐led 
seminar series during 
the summer months to 
highlight the diverse 
research among staff 

June 2022, 
then 
annually 
each summer 
term. 

Implementation: 
SAT sub-
committee lead 2 
& 3  
Oversight: HoS 
and SAT 

Increase in positive 
research career 
support to academics 
measured in next EDI 
survey to >80%  
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breadth of research 
and potential 
collaborations 

and promote inclusion 
and collaboration.  

Increase SoBT 
academic grant 
collaboration 
submissions by 25% 

iv) Support given to students (at any level) for academic career progression 

5.3.6 

 
High 

Promotion of PGR 
opportunities within 
the SoBT to UG and 
taught-MSc 
programmes 

1-1 Interviews 
reported lack of 
knowledge of PGR 
opportunities in the 
SoBT and elsewhere 
among UG and PGR 
students 

 
25% of SoBT PGR are 
scholarship funded 

i) Hold information 
sessions on 
opportunities for 
research such as 
summer scholarships for 
1st/2nd year students 
ii) Hold SoBT-specific 
workshops to match 
students with academics 
and research projects 
for applications to 
nationally funded 
scholarships for 3rd/4th 
year, and taught MSc 
students 

Nov of 1st 
Semester 
2022, and 
annually  

Implementation: 
SAT sub-
committee lead 1 
Oversight: HoS, 
research 
convenor & SAT 
Chair 

Increase summer 
scholarships in the 
SoBT by 30%, year 3 

 
Increase scholarship 
PGRs to 40%, year 4 

5.3.7 

 
Med 

Promote gender 
parity in speakers 
invited to SoBT 
seminar series  

83% of speakers at 
SoBT seminar series 
in 21/22 were female 

Generate panel of 
potential speakers with 
gender balance 

22/23 
academic 
year, 
annually 

Implementation: 
Research 
convenor 

Oversight: SAT 
sub-committee 
lead 1 and SAT 
chair 
 

Increase male 
speakers at SoBT 
seminar series to 
40%, by year 4 
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v) Support offered to those applying for research grant applications

5.3.8 

High 

Increase submitted 
research grants, 
particularly female 
lead grants 

Approx. 50% fewer 
females compared to 
males submit grants 
for external funding 

i) Incorporate grant
submissions into annual
PRD
ii) Include grant
submission/writing in
annual workload model
iii) Develop SoBT peer
support mechanisms
such as grant review
sessions, presentations,
collaboration initiations

22/23 
academic 
year, then 
annually 

Implementation: 
Research 
convenor, HoS 
and SAT sub-
committee lead 3 
Oversight: SAT 
Chair  

Increase female 
grant submissions by 
30% by year 4.  

5.3.9 

High 

Define opportunities 
for unsuccessful 
grants at 
department level 

No existing supports 
for unsuccessful 
grants  

Host focus group to 
ascertain potential 
opportunity and criteria 
to provide “seed 
money” support for 
unsuccessful grants  

July-Aug 
2022 

Implementation: 
Research 
convenor, HoS 
and SAT sub-
committee lead 3 
Oversight: SAT 
Chair 

Plan of action for 
proposed 
unsuccessful grants 
to be considered for 
SoBT directed 
funding. 

5.5 Flexible working and managing career breaks 

5.5.1 

Med 

Improve awareness 
of policies and 
procedures 
maternity, paternity, 
parental, adoptive 
and carers leave as 
well as formal and 
informal flexible 

33%F responded that 
they felt supported 
after taking leave.  

42%F took 
parental/unpaid 
leave and only 60% 
agreed that they 
were provided with 

Updated EDI survey to 
specifically ask how 
teaching, research and 
administration duties 
were covered and what 
support was offered to 
those academics 
actively supervising 

Sept 2023, 
and annual 
updates in 
EDI survey 
and 
handbook. 

Implementation: 
SAT sub-
committee lead 3 
Oversight: SAT 
chair and HoS 

Increase staff 
satisfaction to 
>70% with
awareness of
leave arrangements
in EDI survey
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working among all 
SoBT staff. 

adequate 
information for the 
application. 

 
Only 20%F availed of 
informal flexible 
working schemes. 

students and staff 
[linked to AP3.1.1]. 
Include all information 
in the department 
handbook [linked to 
AP5.1.3] and utilisation 
of experienced mentors 
for new starters [linked 
to AP5.1.4]. 

5.5.2 
 
 
Med 

Improve knowledge 
and up-take of 
entitlements 
relating to 
maternity/adoption/
paternity and 
parental leave by HR 
hosted SoBT 
workshops 

1F responded to EDI 
survey to state she 
was aware of the 
schemes but had no 
availed of them, 
indicating such 
entitlements are not 
well understood or 
taken-up 

SoBT directed workshop 
by HR on all policies, 
procedures and 
entitlements for leave. 
 

Sept 2023, all 
information 
to be 
updated in 
handbook 

Implementation: 
SAT sub-
committee lead 3 
Oversight: SAT 
chair and HoS 

Increase awareness 
and uptake of leave 
entitlements by 70% 
in EDI survey, by year 
4 

5.5.3 
 
 
High 

Obtain contract 
renewal details for 
temporary staff 
during/after 
maternity  

Data on contract 
renewal during/after 
maternity leave for 
temporary contract 
staff not provided by 
HR 

Liaise with HR to 
formally record and 
report this data 

July 2023 Implementation: 
HR & SAT sub-
committee lead 3 
Oversight: SAT 
chair and HoS 

Formally report on % 
temporary staff 
contract renewal 
during/after 
maternity leave.  

5.6 Organisation and culture 

i) Culture 

5.6.1 
 

Embed Athena 
SWAN into 

Formally induct the 
principles of Athena 

i)Update the School’s 
Executive Management 

On-going, 
June 2022 

Implementation: 
HoS and SAT Chair 

Permanent position 
for Athena SWAN 
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High executive 
management of 
SoBT 

SWAN charter into 
SoBT executive 
management. 

83% of all staff are 
aware of Athena 
SWAN prior to the 
EDI survey. 

Board membership to 
include the Chair of SAT. 

ii) Continue to include
Athena SWAN on
agenda of SoBT
meetings

Chair on executive 
management  

Increase awareness 
of Athena SWAN to 
100% in EDI survey 
by year 2. 

5.6.2 

Med 

Improve staff 
satisfaction and 
clarity regarding 
SoBT vision for 
culture, values and 
leadership by 
updating SoBT 
Athena SWAN 
website 

In our EDI survey, 
fewer PSS (20%F) 
and researchers 
(50%F) believe that 
the department is 
genuinely committed 
to building a diverse 
workforce compared 
to 67%F academics. 

Highlight SoBTs shared 
values, visions and 
diversity initiatives in 
the SoBT dedicated 
Athena SWAN website 
and development of 
future comms and 
marketing stategy for 
increasing awareness of 
culture, vision and 
strategy 

On-going, 
update 
quarterly 

Implementation: 
Marketing 
coordinator and 
SAT Chair 
Oversight HoS 

Increase strongly 
agree/agree reports 
from researchers and 
PSS to 70% at EDI 
survey by year 3. 

5.6.3 

Med 

To build a consensus 
on values, culture 
and inclusivity 
within the School 
through workshops. 

47%F and 77%M 
agree that the SoBT 
are committed to 
building a diverse 
workforce.  

i) Conduct a school-wide
workshop open to all
staff which will
document and define
staff perceptions of
values and culture

ii) Publicise values and
cultures documented
from workshop in
dedicated SoBT AS

Bi-annual 
June 2023 
and 2025 

Update 3-
months after 
workshops 

Implementation: 
SAT sub-
committee lead 2 
& 3 
Oversight: SAT 
Chair 

50% representation 
of all staff grades and 
PGR to participate in 
workshop 1 

>60% in workshop 2

Values and cultures 
clearly defined and 
published. Increase 
staff awareness 
levels of these values 
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website and update 
handbook 
 
iii) Increase staff and 
PGR understandings and 
discussion of shared 
values and culture 

 

 
Ongoing 

to >80%.  

  
Staff and PGR 
satisfaction of school 
culture to increase to 
75%F and >90%M. 

5.6.4 
 
 
 
Med 

Create a culture and 
social committee for 
inclusion and 
awareness of other 
cultures and 
ethnicities  

41% (39%F) identify 
as non-white Irish 
and EDI survey 
highlighted cultural 
differences among 
staff & students.  
 
Enhancement of 
social gatherings will 
increase culture 
awareness and 
communication 

i) Establish a social 
committee and identify 
key staff for 
membership 

ii) Develop and agree 
Term of reference of 
committee      
 
iii)  Organise social 
events periodically that 
are well advertised, 
attended and enjoyed 
by all staff and PGRs 

i) Jan 2023 
 
 

ii) April 2023 

 
iii) June 
2023- 2025 

Implementation: 
SAT sub-
committee lead 3, 
BRS and SAT Chair 

Oversight: HoS 
 

Staff and PGR 
satisfaction on EDI 
survey on cultural 
diversity improved to 
80% for all (year 4). 

ii) HR policies 

5.6.5 
 
 
High 

Increase staff 
awareness of HR 
policies and 
processes regarding 
reporting unfair 
treatment 

Only 52% of staff felt 
comfortable to 
report unfair 
treatment of 
themselves (58%F, 
44%M) or others 
67% (67% F, 67% M) 
in the school. 

Conduct informative 
workshop to create 
awareness of reporting 
procedures. 

Promote HR policies via 
key access avenues such 
as SoBT handbook, 

Annual 
workshop/ 
reminders 
Jan 23- Jan 
26 

Implementation: 
SAT sub-
committee lead 2, 
department 
administrators 

Oversight: 
HoS and SAT chair 

60% of all staff 
participate in 
workshop 1 

75% all staff 
participating in 
workshop 2-3 
 



 

 
76 

Therefore, we will 
address this by 
conducting a 
workshop including 
HR reps to increase 
awareness to all staff 

Athena SWAN website, 
and via mentorship. 

 
 

Staff confidence to 
recognise and report 
unfair practices 
increases to 80% in 
EDI survey, year 4 

iii) Representation of men and women on committees 

5.6.6 
 
 
 
Med 

Define a formal 
policy on leadership 
roles on decision 
making committees, 
particular emphasis 
with gender balance 

61% of staff 
(73%M:50%F) feel 
“supported to take 
up leadership roles 
on decision-making 
committees". As 
school and University 
committees are 
strongly recognised 
in promotion we will 
define clear rotation 
of roles 

i) Define policy 

ii) Reviewed and open 
transparency of roles 
and rotations by adding 
section to SoBT website 
and shared folder which 
openly lists committees 
and members 
 
iii) Identification of 
opportunities for staff in 
University roles and 
gender balanced 
representation 

i) Jan 2023 

ii) Mar-Jul 
2023 

 

 

 

iii) Sept 2022 
- 2024 

 
 

Implementation: 
Committee chairs, 
HoS, SAT sub-
committee lead 2 
Oversight: SAT 
Chair 

>90% all staff agree 
on understand policy 
in SoBT in EDI survey, 
by year 3 

80% staff respond to 
feeling encouraged 
to take up leadership 
roles. 
 
Minimum 40%F 
participation on 
committees 
achieved, year 4 

iv) Participation on influential external committees 

5.6.7 
 
 
Med 

Increase the 
reporting of staff on 
external committees 

Only 2M:2F reported 
external engagement 
of external 
committees via an 

i) Include reports in 
annual PRD review with 
HoS 
ii) Develop a 
comprehensive and 

i) Jan 2023, 
annually 
 
ii) Sept 2022, 
and align 

Implementation: 
SAT sub-
committee lead 2 
& 3, HoS 

Reporting of external 
committee 
membership 
included in EDI 
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existing staff quality 
review  

accessible database for 
staff to detail roles on 
external committees 

with HoS 
directed 
promotion 
workshops 
[AP5.1.6] 

Oversight: SAT 
Chair 

survey, with >70% 
reporting their roles. 

Inclusion of external 
memberships in 
annual PRD      
review for all staff 

Publication of 
accurate information 
on external 
participations on 
committees. 

v) Workload model

5.6.8 

High 

Increase 
transparency of 
workload allocation 

75% academics 
(86%F and 67%M) 
feel there is a fair 
and transparent 
workload model as 
per the EDI survey. 
However, 1-1 
interviews identified 
a lack of inclusion of 
research activities 
such as PhD 
supervision, grant 
applications, 
publication, writing 
etc. Highlighting only 
teaching and 
administrative 

i) Update the current
workload allocation
model to include
research component
and ensure it is clearly
defined

ii) Annual presentation
of clear Teaching,
administrative
&research workload
allocation for all
academic staff

i) July 2022

ii) Annually

Implementation: 
HoS, teaching and 
research 
convenors. 

Oversight: 
SAT Chair 

Consistent, positive 
responses by staff on 
workload allocation, 
as measured in staff 
surveys and 1-1 
interviews; >90% of 
both genders 
satisfied with 
transparency of 
teaching, 
administrative 
research load. 
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inclusion. 

iv) Timing of departmental meetings and social gatherings

5.6.9 

High 

Re-initiation of SoBT 
social gatherings 

COVID-19 
restrictions caused 
cancellation/ 
postponement of 
many social 
staff/student 
engagements 

i) Implement poll to
schedule optimal timing
for gatherings

ii) Book and advertise
social engagements that
will promote a positive
culture of inclusion

iii) Collaborate with the
BRS committee to
organise social events
for that are inclusive of
both PGRs and staff

On-going Implementation: 
Social cultural 
committee and 
SAT sub- 
committee lead 3, 
department 
administrator 

Oversight: 
HoS and SAT chair 

100% of existing 
social events 
restarted 

Increase in new 
social & cultural 
initiatives by new 
social cultural 
committee to 2/year. 
>80% staff
awareness and
positive perceptions
of committee in EDI
survey

v) Visibility of role models

5.6.10 

Med 

Increase equality of 
role models in staff 
inductions, 
graduations, open 
days and leadership 
roles 

58%F found that 
staff was used 
equally in visible 
roles in SoBt in EDI 
survey 

i) Provide media training
to interested staff as
part of annual PRD
process (target 2/year)

ii) Engage with DCU
communications to
profile male and female
academics on their
research successes
within the SoBT

i) Jan 2023,
annual and
refresher
courses

ii) Circulate
reminders to
all staff to
engage with
communicati
ons in
advance.

Implementation: 
SoBT marketing 
committee, DCU 
communications 
department, SAT 
sub-committee 
lead 3 
Oversight: SAT 
chair, HoS 

Increase staff take-
up of media training 
to 2/year 

>90% male and
female staff report
visibility of positive
role models in the
EDI survey

Increase exposure of 
staff successes by 
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iii) Conduct review of
current material on
website (including
images and language
used) to ensure equality
in representation of
gender and ethnicity.
iv)Review and update
website and social
media to include and
highlight research and
teachings successes

iii) Website
will be
assessed
every quarter
and updated
as necessary
due to staff
turnover to
ensure
equality in
genders
represented

>90% in media, to be
measured in future
EDI surveys.

Strong profile 
developed of staff 
through website and 
social media 

vi) Outreach activities

5.6.11 

High 

Track staff outreach 
activities to create a 
structured and 
comprehensive 
activity database 

The School does not 
currently maintain an 
exhaustive list of 
outreach activity  

Develop an accessible 
and comprehensive 
database detailing 
outreach activities and 
external committee 
membership of all SoBT 
- linked with reporting
features in [AP5.6.7]

i) Sept 2022,
reminders
send out
quarterly,
updated and
collated for
reporting
annually
ii) Align with
HoS directed
promotion
workshops to
increase
awareness of
importance
of these rolls

Implementation: 
SAT sub-
committee lead 2 
& 3, HoS 
Oversight: SAT 
Chair 

Publication of 
accurate information 
on 100% staff 
outreach activities 
via website and/ 
shared documents.  

Increased awareness 
of importance of 
these roles in 
promotions by 100% 
as measured through 
future EDI surveys. 
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in promotion 
[linked to 
AP5.1.6] 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




