Lancaster University
Department oEnglishLiterature and Creativid/riting

Athena SwanBronze Application2019

ACTION PLAN




1. ACTION PLAN
The action plan should preseptioritised actions to address the issues identifiedhiis application.

Please present the action plan in the form of a table. For each action define an appropriate success/outcome measwéehapetfon/position(s)
responsible fothe action, andimescales for completion.

The plan should cover current initiatives and your aspirations for the next four years. Actions, and their measures ©ifshauddsbe Specific,
Measurable, Achievable, Relevant and Tiooeind (SMART).

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

Overarching Actions Timeframe Person Success Criteria and Outcome
Objective Responsible
Rationaleand
Priority
1. Athena SWAN 1.1 SAT team, to be renamed EDI | Oct 2019Dec EDI Officer i Athena SWAN Action Plan delivere
SAT to become an | Committee, will meet termly (i.e. 3| 2020 and 4 further equality and diversity issueg
EDI Committee times per year) and will broaden raised.
remit to all protected il. 50% womenyl Teaching only, 1
characteristics. research only, 1 of each grade 7, 8, 9 an
To continue the 1.2 Creation of new admin role: EC August 2019 HoD professor, 1 PS staff member, 1UG, 1PG
work of Athena Officer (75 workload points). The and 1PhD will serve on the EDI Committe
SWAN butlso new role will include the work done every year.
broaden SAT’s by the Disabilities Officer previousl| iii. Rolust processes in place for
remit to all 1.3 The EDI Committee will have | October 2019 | EDI Officer monitoring and reporting of equality and
protected appropriate representation of diversity data.
characteristics. gender, grade, and role emeyear.



















and reporting on 5.2 Collect and analyse data by

PGR students. gender of AHRC funding given to
PGR students.

There is a drojoff

in numbers of

women from PGT tc

PGR.

To ensure men and
women have equal
access to funitg
opportunities for
PGR study.

Priority: Medium

Jan



6. Increase the
proportion of
female PG students

We lose female

students from UG
to PGT to PGR

Priority: High

6.1 Series of informal short talks
with Q&A for UG and PGT student;
with ELCW staff and PGR students
on the topics that have been
identified as reasons why women
do not pursue academic sty: e.qg.
combining PG study with having a
family; parttime PG study;
undertaking PG study while workin
elsewhere; different career paths
before and after PG study; wotite

balance; managing career breaks.
6.2 Host termly coffee mornings in
the Staff/PGR Kitchen on specific
issues raised iAthena SWAN.

Oct 2019July
2020 (and
ongoing)

Oct 2019

EDI Committee
member 4

I. Establish 5 disciplinaispecific
factors in the barriers that stop women
undertaking PG study.

il. Increase percentage of female PGH
students in English Lit (both FT and PT) &
5% from 201718 levels.

iii. Increase female PGT applications K
10%to 63% (in 201-18)




6.4 Create new ELCW UG and PG AprilJune 2020
prizes for ‘Best Dissertation on (and annually)
Women’s Writing’ with award of

£50 each.



7. Investigate and
address gender
differences in the

experience of fixed

term contracts.

We have more men

than the national

picture on FTC thar

women.

Priority: Low

(because we have

so few postdocs)

7.1 Collect, analyse and report
information on gender of those on
fixed-term contracts for discussion
at EDI committee.

OctDec 2022
(and annually)

EDI Officer and
EDI Committee

7.2 RAs to be offered mentor
outside their management line.

OctDec 2022
(and ongoing)

Line Managers
of postdocs

7.3 RAs to be offered chance to
deliver research seminar in
department series.

7.4 Create a new role for RA Rep f

Oct 2022Sept
2023 (and
annually)

Research
Director
(Events)

i. Establish 3 reasons for gender
imbalance in fixederm contracts and act
upon these.

ii. 50% of current RAs tcehin fulktime
academic posts by 2023.

iii. Raise 2 postdoc issues at Researc
Committee and act upon them.







are recruited on
equal terms.






Priority: High

Other colleagues may also ask for Research

their CVs to be reviewed. Director
(Admin)

11.5 We will create a new OctDec 2019 | EDI Officer

mentorship scheme that could be

used to help those going for

promation.

11.6 Invite colleagues who are on | OctDec 2019 | EDI Officer

the Faculty Promotions Committee
University Promotions Committee,
and/or University Chairs Committet
to give a talk to all staff in the dept
meeting.

(and ongoing)

11.7 We will request that FASS run
promotions workshop.

OctDec 2019

EDI Committee
member 7

11.8 Each year, we will organise a
staff lunch to be addressed by a
member of ELCW staff about their
promotion experiences.

OctDec 2019

EDI Committee
member 2




11.9 Next gaff survey will ask for | Survey 1) Jan
more information about why peopl¢ March 2020
do not go forpromotion; results to

be discussed at the EDI Committes






Priority: High

15. Increase
awareness and
take-up of
mentoring
opportunities.

Staff say that they
do not know what
opportunities are

available to them.

Priority: Low

14.5 Review new PDR process in

June2022

EDI Committee

Committee 1 year after it has been member 8
rolled out to see whether it
addresses concerns expressed in |
staff surveys.
14.6 PDR reviewers to ask routinell June 2020 (and | Departmental
about promotion and worHife annually) Officer
balance in annual PDR.
15.1 All SL and above staff in ELC' Oct 2019Sept  SL and above
will be available to act as mentors 2020 (and staff

ongoing)




of the careers work 1
we are doing.

We have a series of

careers events in
place.

Priority: Low



18. Improve
departmental
support for
maternity and
adoption leave.

Staff feel that
maternity leave has
detrimentally
affected their
career progression.

Priority: Medium

17.5 Request that the new workloa] Dec 2019
model being created by FASS to
include timeto write grant
applications.

18.1 ELCW will write specific
guidelines on parentaielated leave
with HR and Department Meeting
input. Every effort will be made to
ensure continity of roles and
activities before and after the
period of leave.

EDI Officer









current and
potential staff and
students.

To give
prominence,
internally and
externally, to the
Department’s
commitment to
equality and
diversity.

Both staff and
students wanta
more diverse
curriculum.

Priority: High

21.2 We will host an Annual
International Women’s Day event.
£200 will be ringfenced to pay for
this event.

JanMarch 2020
(and annually)

Director of
Research
(Events)

21.3 Staff and invited UG and PG
students will write germly short
feature (c. 300 words) on a female
BAME writer from one of their
modules; this will be published on
the department’s news pages and

on social media. Students who writ
for it will receive a £10 book token.

JanMarch 2020
(and annually)

EDI Committee
member 10

21.4 Replace our ‘Mission and

Vision’ statement on the
department website declaring our
commitment to EDI principles and
highlighting projects like CW Writin
Without Borders and our diverse
curriculum.

21.5 Ensure that our commitment
to gender and race equality is
emphasised at Open Days and
AVDs.

JanMarch 2020

JanMarch 2020
(and annually)

EDI Commiteee

Admissions
Officers

gender equality principles?’
from 64% to 100%

ii. Improve Professional staff survey
response to question ‘Is your
department committed to the
Athena SWAN charter and its
gender equality principles?’
from 71% to 100%

iii. Increase BAME staff (5%) and
student population (by 10%)
from 201819 levels.

iv.Increase diversity of PG student
population (by 10%) from
201819 levels.

v. Confirm whether there is a geer
inequality in our UG and PGT
curriculum and 20% increase
taught materials written by the
underrepresented gender
from current level.

vi.Confirm whether there is a lack of
diversity in our UG and PGT
curriculum and increase the
number of BME writers othe
taught curriculum by 10% fron
current level.

Vil. Increase Academic Staff Surv
results for the question ‘Do










23.2 The next Staff Survey will ask

Survey 1) Jan

EDI Committee

This emerged as an for information about how ELCW | March 2020 member 2
area of concern in | can encourage colleagues to get
the staff survey. involved with external committees.
[]
Priority: Medium
24. Remove 24. HoD will continue to achieve | June 2019 (and | HoD i. Gender parity in workload allocatiol

potential and actual
gender imbalances
in workload
(teaching and
administration)

Priority: High

gender parity in workload allocatior]
both points and roles, HoD role
excluded.

annually)

excluding HoD role.

25. Makeevery
effort to include all
staff in events
organised.

25.1 Ask staff what times would
work best for them and institute
these in department and committeq
meeting planning.

Staff Survey 2)
Jar-March 2022

EDI Committee
member 2

i. Establish most popular times for
committee meetings and schedule
meetings for these times.

il. Improve academic staff survey
agreement with question of whether




There were 25.2 Ask DL tutors to attend Away | June 2021 DL MA departmental meetings were completed i

complaints in the | Day and Exam Board every year, Convenor hours that enabled those with caring
Staff Survey. plus one Department Meeting per responsibilities from 74% to 90%.
year. iii. Improve Professional Staff survey

agreement with question of whether
departmentl meetings were completed ir
Priority: Medium hours that enabled those with caring
responsibilities from 71% to 90%.

26. Communicate  26.1 Monitor the gender split in
our commitment to external and internal speakers,
gender equality to  chairs, organisers and authors reac
the general public at events.

and university

audiences.

Priority: Medium
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