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Section 1: An overview of the department and its approach to gender
equality

Wordcaint 2402 (excluding SAT table of 113)

1.1 Letter of endorsement from theéHead of theDepartment (HoD)

Athena Swan ApplicationSchool of Archaeology (as submitted 31 March 2022)
Pagel| 4



Athena Swan Charter
Advance HE
Innovation Way

York Science Park
York YO10 5BR
United Kingdom

30 March 202
Dear Athena Swan Charter team,

| became Head of the School of Archaeology in October, 2019. My motivation was to continue the work of my
predecessors in making the School a more equal, diverse and inclusive place to study and work. | am a scholar
with a strong interest equality including the archaeological study of lotgrm (in)equalityg and [redacted]

The Athena Swan process offers the opportunity to pass on and amplify these benefits.

The changes and initiatives we have framed in our Bronze Award application stem from darswitsh
colleagues and students, through surveys and workshops, and through the work of the EDI committee, which
evolved from the Athena Swan S@l§sessment Team convened to undertake this process. | am particularly
grateful to Dr Claire Perriton, ourgldd of Administrationandto my ceacademic lead on the Athena Swan SAT,
Professor Rick Schulting.

We aim to support students and staff at all stages of toaieer development, through mentorship,
training, reviews,research group activities, flexiblgorking and supporting funding applications. It is evident
from our workshops and staff consultations (section 2) that more vimrieededo do improwe some of these
areas, including some notably different responses between binary gendeese areasre the focus of our
Action Plan.

Our key priorities identify actions relating to gender balance at senior academic level, induction, professional
development, a new statement of School values, systematic monitoring and management of workloads,
enhanced trasparencyof decisionmaking, local clarity on relevant University policies and procedures, diversity
of representation in research seminars and improved capture of career paths. These priorities align with the
principles of the Athena Swan Charter.

The{ OK22f Q& &dz00S&da Ay &SOdz2NAy3I NBASI NO#ermIaddarthes, YSI y &
2FFAOALEf @ NBLINBaSyiSR 2y {OK22f O02YYA(lGSSa (KNRdIdAK
SPECTRA. A number of our Athena Swarrite® recognise the need to enhance career and professional
development for this key cohort.

| have sought to build on the work of my predecessor, Professor Juli&Harp, who with Dr Perriton

implemented a weekly School newsletter to improve commatiéns and to reduce the flow of redundant

emails. Ably led by our communications officer, Robyn Mason, during the pandemic the newsletter has become

a vehicle not only for sharing practical information but also promoting inclusivity and equality by oiatem

ySsa FTNRBY | ONR&A& 2dzNJ O2YYdzyAidéod 28 KI @S -evdviagflowS E LI Yy RS
of information pertaining to orsite working during the global health crisis. Our priorities will expand the intranet

further to enhance commuinations and transparency.

Finally, I 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

/ /

/ 1 ") TP,

Professor Amy Bogaard
Headof School
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1.2. Description of the department

The School of Archaeolo@@oA)akes in the full scope of human hisyoaswell as the environmental
settings in which they existed. We work in just about every inhabited part of the wienhdjthe full
range of theories, methods and techniques available to archaeologists.

The SoA wamrmedin 2000 from themerger of two departmentsthe Institute of Archaeolog{loA)

and the Research Laboratory for Aaeology and the History of ARLAHA)t sits within the Social
Sciences Division (SSD) of the University of Oxford.

The SoA experienced a period of significant growth from around 2012, reflecting an ongoing successful
track record of securing large research grants, particularly from the European CoomniSke
footprint of the SoA could not accommodate this expansion and groups were housed outside the main
SoA sites. For example, in 262817 we occupied seven sites within Oxford. Whilst it has not yet been
possible to accommodate the entire departmemt & single building, the SoA was successful in
securing funding to renovate accommodation in the South Parks Road (SPR) area during the period
20162018, andve arenow based inusttwo mainhubsin central OxforqFigire S11).

FigureS11 ¢ location ofmain SoA hubs
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We work closely with the University museums and cognate departments in the humanities and
sciences. These include the School of Anthropology and Museum Ethnography (SAME), with whom we
share an undergraduate degree. We also administer amahage the Classical Archaeology
postgraduate degrees. Wge proudtd- OG & Fy & dzyo NSt femployéddgoothd 2 NJ | NO
departments or colleges.

Althoughour physical separation imuch reducedt continues to present challengés our senseof
cohesion and inclusivityThis has been further hampered by thandemicwhich also because it
disrupted thed & S G ( f A y Bllowingthd dSnafetiRaf theSPRenovationsin 2018.

1.3. Governance and recognition &juality, Diversity andInclusion (EDI)work

¢KS {2! Qa 32 J8 sEswnyiBresh.2zi NUzO (i dzNB

FigureSlL.2 ¢ School of Archaeology Governan8éructure

School of Archaeology — Committee Structure
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All committees consider Schewide business andill have representation fromeach constituent
archaeological community, witstudent and postdoctoral representatigfior unreserved business).
Membership is reviewed annuallince the Athena Swan (AS) process begamder balancenas
becomemore of a consideration for examining boards or recruitment paneliantbw monitored
annually by the EDI committe&ender balance can be a challenge because we have fewer senior
female academic staff, several of whom are relatively new appointments and are in the earlier stages
of their careers. We therefore need tweighthe need for béanced representation on committees

and panels with supporting colleagues to develop their careers and manageable worKitdsls.
messagecame through in the cohort and staff surveysdaways to address this forra significant
element of ourkey PrioritiegKP)and Action PlaifAP)discussed further in Section 2).

We fullysupporii KS | yAGSNREAGRE QA Q@ZWnciplds, YoBsfeian indlubive awfuseR ¢ A (i K
which promotes equality, values diversity and maintains a working, learning and sodrahemsnt
in which the rights and dignity of all our staff and students are respéckgidr to embarking on the

1 https://edu.admin.ox.ac.uk/universitpolicyon-harassment#collapse1321471
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AS proces, we had no formal structure or representation for EDI work in the departmeiR
Members of the EDI committee now belong to the & Network, and SSD also runs a Divisional
EDI committee upon which our aairs sit. Togethethese networksenable the SoA to receive and
share best practice and support, as well as to contribute to the development and feedback
University policiesand working practices.

As a relatively small departmente do not have dedicated EDI staff. EDI warkasvever recognised

in committee work allocation, monitored by the HdDy R A& SELX AOA Gt & Ay Of dzRS
aspect ofpromotion criteria fo academic staffEDI work is also an eligible criterion for tReward

and Recognition schenfer non-academic staff

Our discipline, like many others, shares a complex history with intersectional iddrtéyA$rocess

has prompted us to listen carefylto voices across our School and in the wider discigliveefor all

these reasons, the SeNssessment Team (SAT) evolved into the EDI committee with a remit to
considerall potential areas of inequality. The EDI committee is now a formal part of tHe2S f Q a
governance structure and will continue to meet termly.

1.4. Development, evaluation and effectiveness of policies

As with other key policiegDlpolicyis shaped by the central University, which develaframework
that is passed to departmentsthéer directly or through the SShe primary role of the SoA is in local
implementation, but there is also flexibility in setting prioritiémniversity and departmental policies
and working practices are monitored for effectivendssfeedback from stafand students in the
following ways:

1 University biennial Staff Experience Surveys (SES)

1 The SoA ran studersipecificsurveys as part of thASselfevaluation process

1 The HoD offers a 1:1 meeting with every staff member each year and is chair ohtha Sc
Committee.

1 PersonaDevelopment Reviews (PDR&er an opportunity for staff to feed back to their line
managers.

f ''ff dzyNBaSNIWSR o0dzaAySaa FTNRBY (KS {OK22fQa 02
staff and studentepresentatives.

1 Postgradiate Taught (PGTBrudents are invited to contribute to coursmecific surveys each
year.

1 Graduate Supervision Reports (G8R)for allgraduatestudents every term.

1 The University runannual 8udent Barometer Surveys(SBSjor all Undergraduate (UGand
Postgraduate PQ students

f  During the COVID pandenmgulard ¢ 2 gy | I f vefe ruaf@ staif aretl gostgraduate
students.

1 Aspart of the ASprocess we ran cohortspecific workshopso further develop some of the
themes from the surveys

Within the University, the SoAs subject to an internal review evefive years organised bthe
Education Committee (EdC). Thmnsider the quality of our academic activities, including research,
academic programes, organisation and financial positiofhe esults of this with proposed actions
are fed back to the HoD and School Committee.

QEGSNYLIE (2 (GKS ! yAGSNBRAGEL G(KS {OKz22ft Aa NBIdza
submission to thé&kesearch Excellence FramewdRE[(which assessdhe quality of research in UK
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Higher Education Institutes (HBISJhe REF assesameequires a statement ostaffing strategy and
staff development; support mechanisms for, and evidence of the training and supervisi®g Rf
students; and evidence of lowe promote equality and diversity.

In all the examples above, the feedback/data are reviewed by the first recipient(s), then fed through
the appropriate channels/committee structure until ultimately presented to School Committee either
for information a for endorsement. Where we are asked to contribute to University policies, the
appropriate committee approves a response to be fed back by the HoD (or another officer as
appropriate). The measures abograblea constant cycle of evaluation, review andpimvement.

1.5. Athena Swan selissessment process

The SATwasfirst convened in February, 2018 we begarthe AP processThe SAT was originally
formed from those with an interest in EDI mattert® represent all SOA constituencies while also
maintaininggender balancelts membership is listed below in Tal3k 3.

TableSL.3¢ SAT membership (currently 1, M:9)

Rolein department Staff type(specific role on SAT

, Professional;Technical, and
Diane Baker HR Manager/DeputiA0A Operational (PTO)
Amy Bogaard HoD Academidco-chairco-author)
Ryan Brown Graduate Studies Administrator PTO
[redacted] Undergraduate (&)
Peter Ditchfield Laboratory Manager PTO/Academic
gZ:ZLtI\Ie(/el\E/::Iseimggihrane HRadministrator/officers PTO gecretary)
Catherine Goodwin Planning and Equality Manag&SD | PTO(SSD representative)
[redacted] Postgraduate Taught &7)
[redacted] PostgraduateResearch (PGR)
Robyn Mason School Communications Officer PTO
Claire Perriton HoA PTQ(secretary/@-author)
Mark Pollard Academic staff Academic
John Pouncett Academic staff Academic
Victoria Sainsbury Postdoctoral researcher PTO
Rick Schulting Academic Staff Academico-chair/co-author)
Irene Torreggiani PGR
Alexander Weide Postdoctoraresearcher Researh
Barbora Ziackova PGR

Meetings were heldnonthly to discuss the basis of the applicatiaa,recommend the adoption of
EDI more formally within the SoA atwiconsider data athey werecollated Meetingsbecametermly
from October 2021 following the formation of the formal® Committee.

The Universityhas central databasesom which we couldlerive the majority ofstaff and student
dataincluded in the appendiced\e alsocollected feedback fronthe Staff Experience SurveSEp

(run bienniallyby the University) SoAspecfic student surveysind Student Barometer Surve(SBS)

SAT also commissioned cohort workshdpsaufe 1.10 onwardpwhich provided important qualitative
data to supplement th quantitativedata Consultation responsatesare shown infable 1.1. Most

data and documentation (with the exception of data that identifies people which is kept on the HR
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folder and shared only in aggregated foraMe been shared between members of the EDI Committee
via OneDrive

Analyses of thelataled to the identification offour key priorty (KP)areasand specificAction Plan
(AP) tjectives(Table S1.4and whichare referred tothroughoutthe remainder of theapplication
EDI Committeanembers thendeveloped a series of actierto address these objectives and these
formed the basis of oUAPIn Section 3.

TableSl.4 - Key Priorities anabjectives

KP1: Address gender inequalibf senior roles,PTO staff, rese@h seminars anaurriculum

Continue to develop and follow institutional good practice in recruitment to

AP11 : .
new/replacement senior posts to ensure overall gender balance within the SoA

AP12 |Improve gender balance of senior roles within the SoA

Improve and maintain gender balance of PTO staff within Administration and Technice

AP13 cohorts

APL4 Impr.ove and maintain gender balance within the programmepafakers in our research
seminars

APLS Improvle and maintain greater gender balance of autwhoseworks contribute to our
curriculum

KP2: Improved support for career development

AP2.1 |Introduce annual PDR opportunity fall

AP2.2 |Improved effectiveness of PDR procémsall and to close the gender gap

Improving career support feeveryone and with a particular focus on female career

AP2.3 ;
progression at all levels

AP2.4 |Improved support for those who linmanage staff

KP3: Improve sense of cohesion and inclusion

Develop a fully comprehensive induction/welcome process/paclagall staff and

AP3.1 students

Establish a statement of values for the School with respect to equality and diversity,

AP3.2 . . .
P3 wellbeing and respectfulness to which everyone will be held accountable

AP3.3 |Improvedsense otransparencyoverdecisionmaking

Increase visible support for those with protected characteristics by adopting University
AP3.4 Ipractice in SoA internal and external communications

KP4: Improve welbeing and workload

Ensurethat the division of work is fair, appropriate @éthat staff are supported if they

AP4.1 .
begin to struggle

AP4.2 Improved sense of wellbeing among all staff and students with a particular focus on m
staff

APA3 Ensure that staff are sufficiently supported as well as being recognised for undertal
senpr roles

¢ KS 95L Ormrivisrok ReferSnsePRB) sets out a responsibility to implement and monitte
AP, reviewing and adjusting as necessdatyis ensureprogresswill bereviewedand reportedat least
termly. EDI committee membership will beviewed annually in common with other SoOA committees.

Raising the profile of equality issues within the School through reports by SAT and then EDI also led to
the introduction of several initiatives by the SoA in parallel to the AS applicain@se incide:
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9 The inclusion oPTOstaff as well as academic staff as members of the School Committee

1 The development of the departmental EDEbpage that sets out our commitment to EDI
matters and provides a source of information and useful links

1 A review of gendr balance across committees and in our seminar series

1 Areview of our reading lists and curriculum

In summary, the growth of the School in the past 10 years increased pressure on all the elements that
underlie the principles oAS¢ namely culture, inclsion and belongingWe felt this was atimely
opportunity to engage formally with th&Sprocess ando consider arevidencebased assessment of

our culture. In turn, this enabled us to identifpequalitiesandkey areas oheedwhich areidentified

asour KPs.
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Wordcount3999 including 500 additional wordsfor COVIDelementsand excludng 341in Action
Point References (in green).

2.1 Culture, inclusion and belonging

The SoAis aware of the challenges it faceas a result obeing based acrogaultiple sites and has
made consciougfforts to increase the cohesion of tiechool Whilst not always deliberately from a
gender perspective, our actions have always focussed on beingiilgive:

9 Student and postdoctoral organisations, seminar series and committees are representative of
the full School

1 A-regular weekly newsletter updates all staff and students

All aur administrative tearmow engagewith the full school

1 Our internal and rternal communications promote the School as a whole whilst recognising
the value of its constituent elements

=

We aimto ensurethat individualsfeel welcomefrom the outset we currently offer annual welcome
sessions for new students and HR prowadel inductionsessiorfor all new staffWe recognise from
feedbackthat we would benefit fromdevelopingthis further (KP3J.

Studentsare encouragedo meet with their supervisorat least three times a term. TherBctor of
Graduate Studies &9, Director of Undergraduate StudieB{UG$and collegesall form anextensive
support network to help studemstwith pastoral carelt is evidenthat we need to ensure we continue
to listen and signpogpotential support effectively(KR3)

PDRtake place for many PTO staff but thesead hocand have not yet become routinely introduced
for academicsThe current HoD introduceannuall:1s with allacademic and PTO staffhd these
have been welteceived We aim toroll out amore effective form oPDR (or informal equivalefdr
thosewho prefer) to all on an annual basis, antendto continuethe 1:1 with the HoQKP3.

We are fortunate that behavioural or sihiplinary problems are relatively rare. Where formal
complaints have arisen, they have been dealt with as swiftly as possible and in accordance with
University policy.The School has two harassment officers (one of each binary gender) to help
informally,and the colleges and student welfare services are set up to support students. We are keen
to focus on the possibility of prevention in this area, hence our work to develop a statement of values
to which everyone is held accountabkR3.2)

Establisha statement of values for the School with respect to equality and diversity,

AP3.2 . . .
3 wellbeing and respectfulness to which everyone will be held accountable

Whilst not driven specifically by gendengt SoAasalreadyadoptedsome relevangood practicess
a mater of course:

1 Requiringhoseinvolved in admissions and recruitmeotundertakeimplicit bias training
1 Awarenessof genderbalanceon recruitment panels and exam boards

1 Review of examination and admission gender data at SC and GSC meetings

1 Addressing bllying/harassment claims as swiftly as possible

In addition, the SoA follows University procedure for supporting carergparghtsto include:

Athena Swan ApplicationSchool of Archaeology (as submitted 31 March 2022)
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Meeting with expectant mothers to undertake appropriate risk assessments

Managing Keeping [fiouch days duripparental leave

Maintaining a sympathetic approach to flexible working following return to work

Offering shared parental leave

Offering generous tojup pay for mothers to full salary

Disseminating opportunities for prioritised University nursery placed, a
Obtaining @ SoA place forthe Y A SNRA 18 Qad wSOdzNYyAy3a /I NENEQ C

=4 =4 =4 =4 -4 4

A summary othose who have taken Maternity, Paternity or Shared parental leaverdvidedin
Figure 2.37

The pandemic required us to support ouafftin many new ways, and shone a light especially on the
pressures faced by those with caring responsibilities. At the start of the pandemic, our HR team
arranged 1:1s with everyone in the School and we ran periodic surveys to establidfeinglland

homeg 2 N] Ayad ySSRad ¢KS ! yAGSNAAGEQE Fdz2NI 2dzZ3K & OK!
work effectively from home, and we offered practical support and equipni@nthose howneeded

to work from home We enabledhose for whom their home working envinment was sukoptimal

to return to onsite working as soon as possible, even if it was not the norm elsewhere. Many groups

ran MS Teams meetings that had a social/keeping in touch element and the University continues to
promote wellbeing advice and suppbrA move to MS Teams was beneficial in that Schodé

meetings and seminars were able to reach a wider audience than if they had been held in person.

The School ran Return to €ite Working (RTOSW) sessions for the whole school just before MT20
andregular weekly or twiceveekly communications have been sent to staff during the pandemic. The
University imposed sympathetic mitigations for students during COVID such as extension periods for

DPhil students, and additional examination and assessment mditgafor those sitting examinations

2NJ adzoYAGGAY 3T O2dzNBSE2N] @ ¢ KSToynH! f Azl B SHFBYASR A
specific meetings were also held for taught course students in order to establish specific support needs
during the pandemic.

As government restrictions lifted, the University encouraged departments to consider New Ways of
2 2 NJ Ay Jsumpériiti® Keeds and circumstances of staff working in different ways, building on
2dzNJ SELISNA Sy 0S4 .Rvezhid abaut td érk drllary éxé3ci6d 10 éeview working
patterns that offer flexibilitybut which still address the operational needs of the SoAe managers

will be encouraged to consider sympathetically such requests for more flexible working patbeass

to help collegues achieve a more successful wiiid balance. This has been received very positively
although it is still work in progress whilst COVID lesezizainhigh.

Thefollowing section considerthe data we collected for this proceskhisreveabd some inteesting
insightsthat subsequenthhelpedto identify our KPsand future AP.

1. Gender and population data

Ourdemographicdataarereadily visibleandwe felt this wasanimportant contextualelement when
considering the culture of the School.

UG PGTand PGRoopulationdata (Figures 2.1 ¢ 2.6) show arelatively constanproportion 64%F for
all degree. Our data appearconsistent with archaeology degreasRG Universitie§-igure 2.2)

Applcation data show aroader gender gafor UG 74%-) (Figure2.9)and a trend towards fewer
male PGR applicatior{gigure2.10). In addition,male applications for PGR courdes/edeclinead in

Athena Swan ApplicationSchool of Archaeology (as submitted 31 March 2022)
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the pastfive years We discuss thamportance ofhaving moresenior female role models later in this
application(AP1.2, butthesedata remind $that male role modelsemainequally important

AP1.2 Improve gender balance of senior roles within S\

Comparing the population data at all career stages suggests a concerning picture of gender inequality
at senior academic level (G9+) (30%F) in comparison to students (64%F) and postdoctoral researchers
(50%F) Kigure 223). Our academic staff population (&P inclusive) is 42%F and comparable to the
4494 staff figure inRussell GroufRG)archaeology department§igure 2.1%

Our staff profile reflects several decades of recruitmprrictice.Currentpracticeis described earlier
(p-12) andrecruitment outcomego (senior) academic posts pe2014 (60%F) contrasts significantly
that prior to 2014 (36%F{gure 2.2%. Asimilarlybalanced pattern ofecruitment is also seen at G7
postdoctoral researchémwhich has averaged at 47%F and 49%M (data averaged over 5 years from
161 applicants to 12 positions)dble 2.2% although there is some variation between the years.

Together, these data suggest that our current working practices are effective at achieving gender
balance in academic staff appointments since 2014 and that our senior academic population reflects
historical recruitment practices. Whilst not indicativieeam ongoing trend, an awareness of the current
demographic data for senior researchers is important as we seek to present a more equal gender
balance ofkeniorroles (KP1).

Our PTO gender balance is steady overall and is currently Gdi%aFe( 2.268 however gender
proportion is very differentwhen considering administrative (mostly female) and technical staff
(mostly male) separately={gure 2.26h This is not out of step with the rest the University for these
types of roles, butve might helpfully try to reduce future (AP1.3

Improve and maintain gender balance of PTO staff wikdministrationand Technici

AP cohorts

2. Gender and measures of success

Our data indicate thiaachievement as measured by course outcomes in the Sddes not differ
significantly by (binary) gendé€Figure 2.1 2.17) for any degree coursd.here is no evidence for
any temporal trends at any degree level, wille exception of a welcome decline in the proportion of
females withdrawing from their PGR course between 2003/04 and 2014/250.774,p = 0.003)

(Figure 2.1Y.

All applications for academic promotion havegn successfullf@ble 2.2% however, we note that the
majority of staff who have not yet applied for promotion are female (and 50% of the female academic
population), compared with jugtedacted]male (redactedPb of the male academic pofation). This

2 G89 researches are generally direct appointments made to those who hold acauider individual research fellowship.
Associate Professor and Professorial positions generally are advertised upon retirement by the substartivielgrost
Departmental Lecturer posts avery occasional and appointed when substantial teaching cover is required for a sabbatical
or research leave. We have very little turnover on permanent academic posts (except through retiresodntyy in a large
legacy effect that carries through thears
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is partly due tahe career stage of the individuals, but we must ensure that is not dirgetguality of
opportunity. This will be reviewed priorto thisS NR& t 5wad O Yt HO @

University policy ighat job-descriptions (JDare graded accordig to the Higher Education Role
Analysis (HERRAI G110 JD (which cover researcher and PTO staff) are developed based on the
need of the role and then graded by a trained HERA analyst. Whilst each grade has a series of scale
points through which the inglidual will automatically progress, there is no automatic opportunity for
progression between the grades. The potential negative effect on career development has been raised
through the SES and cohort meetings. More recently, it has formed a central cempof the
Researcher Concorddor which Oxford is about to publish its Action PfaGareer progression
therefore forms & importantelement of our own APAP2.3.

Improving career support for everyone and with a particular focus on female caree

AP2.3 .
progression at all levels

Regrading opportunities are uncommon for fixeam staff since they depend on structural changes
that are unlikely during the relatively short fixéerm of the position. It is more likely for permanent
staff since needs are #ky to change over a longer period. A summary of regrading requests and
outcomes are shown ifrigure 2.30and the success rate is similar for both binary genders. Career
progression for PTO staff is coveredattion2.2.

3. Stafffeedback (quantitative and qualitative)

The SES attracted5% response ratdNithin this context, thevalue of colleagueto one another
wasclearlyevidentandthe area in whictwe scored most highlyrhese includedgood relationgips

with colleagues (96%F, 95%Mgingtreated well by colleagues (85%F and 85%#&8lingintegrated

well into their team (80%F, 85%M), job satisfaction (85%M and 92%F), bullying and harassment (92%F,
96%M]a high scorehere means a lowexperienceof bullying and harassmengnd having a voice in

their research team (92%F, 85%(\ablel.1 andFigure 1.3

Female responsder 10 out of thel4 SEShemes(Figue 1.2 were more positivdhan thoseacross
the University Areaswithin the SoAthat are comparatively weaker were clustered around PDR,
mentoring, transparency of decision making/work allocation and pay and bensfitseek to address
the former elemats in our KPs since these are within our contvd are unable to influence pay and
benefits.Our KPs are particularly aimatireducing the gender gap of responsedhe usefulness of
departmental induction (F1%, M100%andthe PDR (F50%, M82%pble 1.) (AP3.1AP2.1 AP2.2

Develop a fully comprehensive induction/welcome process/package for all staff an
students

AP2.1 Introduce annual PDR opportunity for all

AP2.2 Improved effectiveness of PDR process for al

AP3.1

MalelSall2yasSa ¢SNB vYzadte Saa L aalkhuinduStion(Folry (K S
1.2). The mostnegative responses were clustered arouedgagement, being managed, being a
manager,decisionmaking/work allocationThese are addressed in (k€RIn particular,we noteda

3an analytical job evaluation scheme designed for the higher education sector.

4The Concordat to Support the Career Development of Researchers is an agreement between universities, research institutes
and funders to support the career developmentesfearchers in the UK
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much lower response from malesoundmanaging staffalthoughthe female scoresvere very high
anda difference in feeling that health and wellbeing is adequately supported at (&%, M4%).
These are specifically addressed in (AP2.4 and AP4.2).

AP2.4 Improved support for those who limanage staff
Improved sense of wellbeing among all staff and students with a particular focus on

AP4.2 .
supportingmale staff

From a rolespecifc perspective{able 1.7, the themes with greatest concern for academics are pay,
decision making and mentoringor PTO, these araentoring decision making and PDRs above,
all these are targeted in our KP with theception of pay.

We were pleasedto sdeomthe SE8 K| i GKS { 2! Qa O2YYAGYSwréadyi2 Sl dz
relatively weltrecognised(F69% M75%) (Table 1.1060. This isparticularlyencouraging since the

survey vas undertakersix monthseforethe formal implementation of the EDI committee within the

School.

The cohort workshops {able 1.1% brought out similar themeso those raised abovewith more
detailed suggestions for actioandtogether these dataontributed to the identification of our KPs
and development of our AP.

4. Student feedback

We used SBS da&iudentsurveydata from 20152020 inclusivevith an overdl pool size in each case

of 113 (UG), 211 (PGR) and 173 (P@hjlst the feedback was generally very positive and very similar

by gender for UG and PGT students, there was a wider gap between the satisfaction levels of PGR
students with respect to living experiences and support servidereby the female experiencgas
reported to be less satisfactory than the male.

In addition, the SoA ran its own student survaydune, 202however this had a verpw response

rates: 9% (6 out of 70) for undergraduateigure 1.1%»and 11% (20 duof 188) for postgraduate
students(Figure 1.1% This was likely due to survey fatigue and COVID; however, we plan to encourage
higher response rates in the future by promoting it earlier in the y&ahilst the responseate was

small, it is noticeable that ithe majority ofcategories, male students were more satisfied than female
students.This is something we shoutdonitor closely in future.

Again,the cohort workshops {able 1.12) brought outessential qualitative data that supplemented
the above and was instrumental in helpingtagorm our KR8 and AP.

5. Intersectionalityand inclusion

The relatively small sample sizand low rates of disclosurgrevents meaningful evaluation of
intersectional inequalitieat this stageln future, we aimto consider the intersection between gender
and race In common withother UK Archaeology courses, th&oA has historically had limited
representation from visible ethnic minorities, with the nbta exception of a consistent presence of
ChinesePGstudents.We are involved in a joint Oxfor@ambridge pilot project to increase access
specifically for Bick and Minority EthnilBMEB PGRstudentsand are keen to examine in future the
impact of thesanitiatives.

Another important(but less visiblgfactor is socioeconomic background, whicfiuenceghe decision

of schoolleavers to apply to universifyselective institutiongan be perceived as being unattainable
or unwelcoming to students from c&in backgrounds (Anders 2012; Burgess et al. 2018; Chowdry et
al. 2013). The School has been actively involved in outreacimgd&graduate and postgraduatgmen
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this in future including how this intersects with gender.

The EDI committee recognises the importance of understanttiagthemes of the SEffom the

viewpoint of those wittProtected Characteristigst / &0 61 a4 RSTAYSR Ay HGKS | yA
Whilst small numbers makes this difficult to measunge remaindeterminedhoweverto ensure that

our departmentvisibly promotes equalupport of individuals from all backgrounifsoughout all our

public facing and recruitment materia{&P3. From a norbinary perspectivewe intend to explore

ways of making our support more evident, suchirmdude promoting theuse of gendeneutral

language when leading a class or event or in a JD or siadiaycating for gader neutral changing
facilitiesand encouraging use gbreferred pronouns on email signff. We plan also to review the

' YAGSNBAGEQA 9ljdz-fAdGe LREAOE & LINIL 2F GKS 951L
areasof goodpractice that carbe readily adopted within the SoA.

Increase visible support ftrose with protected characteristity adopting University

AP3.4 . . .
good practice in SoA internal and external communications

2.2 Key priorities for future action

KeyPriority 1: Address gendr inequality withinsenior roles, research seminars and curriculum

Our datareflect a trend long recognised across North America and Eureyereby increasing

numbers of female students have not led to concomitant changes in their proportional repatieent
in permanent teaching/research positions, especially at the more senior level (Alper @888r et

al. 2019)

Our own picture is more complex since we do not have the means to comprehgngwerd the
career outcome of athosestudents or ourstaff who pass through OxfortlVe alsoneed to take care
to avoid the risk of portraying an ongoing career in academia as the only measure of career.success

Researchsuggess the importanceof role models at all levels, particulatigrough the proportionof
women in senior academic positions (Gonz&ézez et al. 2020; Herrmann et al. 2016), but also to
thosepresenting seminarandto reading lists assigned for courses

All oursenior roles (e.gdoD, DGSPUGS, course directors) have been undertakemhbie and female
staff during the census perio@are however, needs to be takewhentrying to address the imbalance
of females in senior positiorthat we donot go too far the other wayOur goal igherefore to reach
and maintain a gendebalanceof role models at senior levelt any one timerather than any single
gender having more prominence than the ot{@&PL.1, AP1.2).

Continue to develop and follow institutional good practice in recruitment to
new/replacement senior posts to ensure ovegalhder balance within the SoA
AP1.2 Improve gender balance of senior roles within the SoA

AP1.1

Similarly, we wish to aim for a better gender balance within our administrative and technical staff
(APL1.3

5to includeage, disability, gender reassignment, marital or civil partnership stapusgnancy and maternity, race (including
colour, nationality and ethnic or national origins), religion or belief (including lack of beliefpr sexual orientation
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Improve and maintain gender balance of PTO stéfiin Administration and Technical

AP1.3
cohorts

Consideration ofuthoridentity in assigned reading lists and case studies ustghchingwasan area

of our work that was reviewetly a special working group convened in 2220As a result of that
initial scoping study, @ plan toactively ircrease the diversity of authorship in UG and PGT readings,
particularlywith respect togender and dtnicity (Brazier 2019YAPL.5)

Improve and maintain greater gender balance of authors whose works contribate to

AP1.5 )
curriculum

The School has a rich culture of seminars, with 38 different series running over the pericd(2mL 4
(Figure 2.35) There is marked disparity in the (binary) gender of speakers in some,dbnagh not
always towards maleghere is evidence of bias towards male speakers over thgesix period (54%
vs. 46% of 1652 speakers= 0.003)(Figure 2.3§ this is less that the disparity in female academic
staff in UK university archaeology departmen®e need to continue to monitor this and retain a
broad equality of gender with invited speaker&8P{.4)

Improve and maintain gender balance within the programme of speakers in our rese

AP1.4 ,
seminars

KeyPriority 2: Improvesupport for career development

We recognise that PDRs are not widely carried out and we intend to pridtigse following the SES
and cohort feedbackAP2.]

AP2.1 Introduce annual PDR opportunity for all

Weintend to improve the oveall framework of career planning from recruitment, through induction
and then PDR (or informal equivalents ttiose who prefer). We recognise thapeople will have
differing priorities andwhilst some are looking to progressthers are happy where they @, or
lookingto step back or retig, and others have circumstances that place career progression on hold
temporarily.We need to ensure thaiur processes suppodill these circumstances

We are especially keen to support those in early career reseansitigns and will look to the
''YADGSNERAGEQAE NBO2YYSYRIFIGA2ya 2y GKS /2y O02NRI
a set of postdoctoral researchspecific induction and PDR resources to maximise the support we can
offer. (AP2.2 and AP2.3)

Improved effectiveness of PDR process for all and to close the gendeiitgggerceived
value

Improving career support for everyone and with a particular focus on female career
progression at all levels

AP2.2

AP2.3

Studieshave alsasshown that fewer wanen apply for postdoctoral research grants (Goldstein et al.
2018). A similar trend is seen in the three major national sources of funding for archaeology in the UK
(Arts and Humanities Research Coun@dHR(; TheBritish Academy (BA)andNatural Enviroment
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Research CounciNERE)) as well as our owiSoA dataAP).Our research fellowship scheme pages
present information to attract potential applicants, including a list of past and present fel\les
plan to improve these furthepy cross referenimgthe work we are developing around induction, PDR,
communication and the statement of school values.

PTO staff have more opportunities across the collegiate University as a whole because there are more
obvious career trajectories for administrative and suppsiaff. By way of illustration, a snapshot of

job vacancies at the time of writing is providéddible 2.26d. Thisshould becarefully managed in PDR

but can also usefully be flagged as part of recruitment and induetsom matter of course.

We have not routinely provided structure or support for imanages except on arad-hoc basis
where specifically requested.ine management can be mutually valuable; however, it needs to be
undertaken carefully and the implicatis of getting it wrong are fatreachingWe need to recognise
this and provide/signpost support and training to all those who manage staff. (AP2.4)

AP2.4 Improved support for those who limeanage staff

KeyPriority 3: Improved sense of cohesion and indion

Our induction framework will be improved in line with suggestions from the cohort workshdpese
willincludeLJK@ a A OF £ G2dzNBEX | aidl ¥F KIFIyRo221 6AGK 1Se
procedures, ané careerframework that extendinto PDRsA suite ofole-specifictemplates will be
developed to suppontnanagers iwelcomingnew colleagueso maximise the value to the individual.
(AP3.1)

Develop a fully comprehensive induction/welcome process/package for all staff and

AEE studerts

We receivedunanimoussupport foradopting a statement with respect to equality and diversity,
wellbeing and respectfulness to which everyone will be held accountsiideneedto agreewhat
02 vy & ( mdcepiatBédmnd éstablishan effectivemeans to ounter thosewhosecommunication or
behaviour depad from this. Once established, we will promote this statemdytth internally and
externally.(AP3.2

Establish a statement of values for the School with respect to equality and diversity,

AP3.2 wellbeingand respectfulness to which everyone will be held accountable

Transparency of decision making received low scores iSH#@lablel.1, Q4951). We aim to address
thisin part by better communicatioaroundSoA policiescommittee workand working practiced his
will be managedhrough our website PDRand inall internalcommunicationsAP3.3.

AP3.3 Improved sense of transparency over decision making

Staff and student cohort workshops raised issues around those witfaR€Ctransgender iparticular.
Thisledto adiscussion about other protected characteristics. We are aware we need to develop our
policy in this area and suggestioaound supporting transgender issufsm cohort meetings are

6 The fourth majotJKfunderof archaeologythe Leverhulme Trusivas also contacted but replied that they were unable to
disaggregate applications by subject.
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included in our Action IBn together with @& intent to develop our Equality policiamore broadly
within the SoA.

Increase visible support ftrose with protected characteristitsy adopting University

AP3.4 . - L
3 good practice in Sopoliciesand communications

KeyPriority 4: Improved support forworkload, health andwell-being

Workload wasa common issue faced academic stafind studentsand academic staff responses
were especially low in this aredigure 1.3 Workload willbecome akey elememn of PDRand

& dzLJS NIhdetingsEutOre. Weaimto provide more supportor academic stafiby collecting data
from departmental sources on individuadorkload prior to the annual meetings/PDRs. It is hoped
that this will help the HoD and individu&l have an evidencbased discussion of priorities so as to
more effectively help with workload management for the coming year. This wilkealsore the HoD
hasa better overview of workload across the SdAP4.)

Ensure that the division of work fair, appropriate and that staff are supported if they

AP4.1 begin to struggle

Support forhealth and welbeing received particularly low values from male colleagues within the
School.We are keen to understand the background to tlisd have developed a des ofaction
points under AP4.2 to tackle thisrectly.

Improved sense of wellbeing among all staff and students with a particular focus on

AP4.2
staff

Senior academic roles have increasingly large managerial and administrative comgtimentan

AYLI OG yS3ardAagSte 2y GKS K2f RSNAQ NBaSkNOK OF N
additional remuneration, and/or research or teaching support) needs to be provided to mitigate the

impact We also need to retaigood practicedrom the flexible workingopportunities developed

during the pandemicAP43)

Ensure that staff are sufficiently supported as well as being recognised for undertak

AP4.3 .
senior roles
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Action

Section 3: Action plamased on Key Priorities

Planned action

Timeline

Person

Desired outcome, Measure of
success

Point

Priority/objective Driver

KP1 :‘Address gender inequality within senior res, PTO staffresearch seminars and curriculum

responsible

AP11

Continue to develop
and follow
institutional good
practice in
recruitment to
new/replacement
senior posts to
ensure overall
gender balance
within the SoA

Current demographic data
show an apparent contrast
in genderbalance across the
various career stageggigure
2.23 such that the most
senior grades are held
mostly by malegFigure
2.20.

This has potential negative
affect on students and early
career researchers

a.

HoD and HoA to work with HR Busines
partners to develop a search strategy {
target uncer-represented groups and
approve the use of specific positive
action measures in academic
recruitment, including:

a. institutional targets for the
representation of women in
academic posts;

b. the optional use of a positive
action statement in Associate
Professr recruitment:

Wi LI AOFGAZ2Ya |
welcome from women and black
and minority ethnic candidates,
who are undefrepresented in
academic posts in Oxford'; and

c. the requirement to pause the
recruitment process before
proceeding to interview if the
shortlist is insufficiently diverse.

SoA through HoD and HR to continue

apply University good practice in

recruitment and selection (see p.18\)it
document it for the benefit of future

panels

MT2527

MT22
onwards

HoD/HoA and HR

Gender balance
of senior SoA
staff to be
improvedwithin
5 years

To achieve a gender
balance of senior
appointments to act
as role models for all
early career stage
staff and students
EDI Committee
will monitor
seniorroles
annually
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Action = Priority/objective Driver Planned action Timeline Person Desired outcome| Measure of
Point responsible success
MT23
c. Ensure our public facing materials onwards
emphasise our EDI prinogd (see
AP3.1)

AP1.2 Improvegender As above a.Develop a strategic approach to MT22- HoD/HoA To achieve a gender| Gender balance
balance ofenior succession planning (currently reactive)| MT24 balance of senior of senior SoA
roles within the SoA for senior roles to allow for a more even SoA roles to act as | roles tobe

spread of gender at any one time in majq role models for all reached and

roles (Note will be also be affected by early career stage | maintained

KP4) staff and students | within 2 years
EDI Committee
will monitor
Senior Roles
annually

AP1.3 Improve and Current demographic data | a. Work with HR Business partners to MT23 HR/HoA Achieve and maintair| Gender balance
maintain gender show contrast of gender develop search strategy to target undel MT24 gender baknce of admin and
balance of PTO staff | breakdown betwen represented groups when recruiting within admin and technical staff to
within Administration| administrative (89%F) and technical staffing reach AR by
and Technical technical (30%F)}{qure groups MT25.EDI
cohorts 2.26b). Committee will

monitor PTO
roles annually

AP14 Improve and Desire from cohorts for a. EDI Committee to devep good MT23- Guidance To promotegender | Seminar series
maintain gender greater diversity and practice guidance document for MT24 document equalityinteaching | as a wholdo
balancewithin the equality of representation Seminar Convenors to include section initially to be andresearch reach AR by
programme of of gender and on choice of speakers and balanced prepared by EDI, MT26. EDI
speakers irour intersectionality in the gender representation and requiremen with seminar Committee will
research semiars School Fits also with AP1 in to provide data to EDI committee convenors monitor PTO

terms of leading by example
of gender equality as a
cultural standard for the
school.

annually
EDI Committee to monitor gender
balance and revieeminar conveorsQ

reports

responsible for
its
implementation

roles annually
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

AP1.5 Improve and As per AP1.3 EDI Committee to work with teaching | MT23- EDI To promotegreater | To achieve an Af
maintain greater colleagues to develop good practice | MT24 GSC/sC diversity in the of gender
gender lalanceof guidance for course eordinators in curriculum of each | balance of
authors whose works selectirg and diversifying choice of course authors by MT27
contribute toour authors and case studies across all degree
curriculum courses

Relevant teaching committee to requir{ MT25 EDI

each course to indicate against its MT26 GSC/SC/course For all teaching

reading lists the proportion of male anc convenors committees to

female authors review 20% of
curriculum each

EDI committee to review and monitor | MT26 EDI Committee year starting

gender balance of authors, making MT27 MT24

recommendations for change where

appropriate

Teaching committees to have a standij MT26 GSC/sC

annual item requiring 20% of course | MT27

convenors to review their curriculum

every year

KP2: Improved support for career development

AP2.1 Introduceannual Desireindicatedfrom staff All staff to be reminded by HR/EDI MT2 ¢ HR/Line For all staff to be 100% of staff to
PDRopportunity for | surveys and workshops Committee that they can raise these | MT23 Managerg offered annually a be offered a PDR
all issues in their regular catalps or at HoD PDR and/or or similarby

Very low scores on SES wit anytime with HR dring the year opportunity to meet | MT23

regard to having had a PDR

at all (Tabk 1.1) and large
gender difference between

male and female staff in

All staff to be offered a PD&t
equivalent (e.g. an informal chat, or a

1:1 with the HoD

>60% of staff
each yeato be
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

terms of whether or not
they had been offered one
(F:38%, M:55%)

formal PDR, or an academic appraisg
on an annual basis

Continue practice of offering 180
minute 1:1 with HoD for aPTO and
academic staff

returning PDR
recordsby MT24

AP2.2

Improved
effectiveness of PDR
procesdor all and to
close the gender gap

SES indicated gender
difference in the extent PDF
had been useful (F:50%,

M:82%). (able 1.).

Staff responses mostly shoy
a lower satisfaction with
availability of PDR compea
with RG universities
generally.COVID also took
its toll so many staff have
not had a review for 18
months.

. Ensure that the design of the PDR

process includes clear signalling of
purpose and desired outcome to
increase usefulness to all

. Ensure linananagers are comfortable

to lead PDR discussions

. Enable alternatives to line managers

for PDR discussions if preferred

. Develop standard format/checklist of

PDR questions to ensure nothing
important is missedhat is pertinent to
that particular cohorf(e.g. ensure
there is a section on career
development opportunities)

. Ensure training materials further

customised for FTC staff so there is g
recognised plan and trajectory to
maximise the value of their time in
post for their career progres3.o
include mdters around mentoring,
skills learned, training completed and
the opportunity to have access to hay

MT22:23

MT22-23

MT22:23

MT22-23

MT22:23

HR/Line
Managers (&)

DGS/DUG®egr
ee Programmes
Manager DPM)
)

Greater staff
satisfactionthat
personal/career
development has
been useful

Reduction of
gender
satisfaction level
differences
regarding career
development
opportunity
discussions to
<15%in SES
2023

All staff
responses to
>60% in SES
2023
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

some aspects of the PDRs conducted
by someone other than the line
manager

Ensure that all personal development] MT2223
guidance includes recognition that
persoral development can take many
forms andincludes elements such &
(to include career breaks, flexible
working, retirement planning) as
well as progression and
development) is available tihose
who desire it
. DGS and Degree Programme Manag| \T2324
(DPM)to develm equivalentguidance
materials foruse by supervisors when
they meet with their students
AR2.3 Improvingcareer Career support was a. EDI to commission and run further MT22 EDI Committee | Our female student | Increase to
support for everyone| identified as an issue by consultation studieso establish what is | MT23 and ECR feel more | >60% in SES
and with a particular | both binary genders: YSIy 08 aaépienfidRreasons confident their 2023 question
focus onfemale why this is not currently felt to be the careers will poceed | about
careerprogressiorat | Low % of male staff case Need to understand what more wg positively perception of
all levels reported being actively can do to address and support this fron likely success in
encouraged to take up grass roots All staff feel that they| career for all
career development have access to clear | academic staff
opportunities (F:54%, . Qonsider carefully the factors we know | MT22- EDI Committek | career support
M:20%) TTable 1.). to feed into this e.g. current role modely MT23 Commes. Officer/ | guidance

Feedback from staff survey
indicated that of the

in department/field, recruitment
practices (panels and field are selected

with gender balance in mind), and

PDM

Athena Swan ApplicationSchool of Archaeology (as submitted 31 March 2022)
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Measure of
success

Desired outcome

respondents, 50% (M) and
35% (F) felt that it is likely
for males and females to
have an equally successful

career [able 1.1.)

Academic promotion (e.g.
RoD or Professorial Merit
Pay) are common across th
School but it is noticeable
from the data that of the
staff potentially eligible for
RoD all four are female
(Table 2.82). There may be
valid career reasons (sever;
are earlier in their career
than others) but it is crucial
that all are offered the
opportunity to further
develop.

. Ensure this is a specific area considere

. Line Managers to encourage uptake of

. HR to develop guidance document

ensure that we publicissupport for all
thosewith caring responsibilitieg our
internal and external materials

under RS and induction (séd”2.1
and AP2.2)

0KS | YAGSNEAGE QA |
courses (e.g. Springboard) that are
aimed at females and include
preparation for research and/or
leadership (noting there are male
specific ourses that can be
recommended as appropriate)

signposting career options and to
introduce the idea that careers outside
of academia constitute a positive
outcome as a viable option for our ECR
(through induction, communi¢an and
PDRS)

Ensure all who are eligible for RoD or
Professional Merit Pay are given the
appropriate support at PDBy HoDto
develop applications if so desired by th
individualin the following year.

MT22-
MT23

MT22
onwards

MT22-
MT23

MT23
MT24

HR
Line Managers

Line Managers
HoD

HR

HR
Line Managers
HoD
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

AP24 Improved support for| There is agender gag30- a. HR to prepare a guidance document fo| MT23 HR Equip managers with| Improved
thosewho line 40%)with males appearing line managers angresent a session at | MT24 the appropriate confidence from
manage staff to have much lower School Committee to set out core (b-d) HR/Line information, training | male staff about

confidence to manage staff, principles Managers and skills to feel being a manager
particularly around more confident and | and reducing the|
performance and careers. |b. Require all line manages to take the | MT23 able to performin a | gender
(Table 1.1 @5-30) online courgs available to University | MT24 way that better difference in

staff and the appropriate staff supports all staff that category of
Feedback from workshops recruitment training SES question in
also suggested line 2025 to <15%
management trainingnd  |c. Encourage line managers to talk to HR| MT23-
personnel/welfare support who are trained and are able and willing MT24
would be desirable for Pls to advise on any issues
and academic supervisors.

d. Ensure that line

management/supervision issues are | MT22

regular part of PDRrpcess to establish | MT23

what training needs may remain (e.g.

targeted 1:1 sessions can be arranged

with HR to support individual managers

KP3: Improve sense of cohesion and inclusion

AP3.1 Develop a fully Needidentified from staff a. With the support of SSIHR todevelop | (ab) (a-b) To promotegreater Narrowing the
comprehensive surveys and workshops standard induction template for new MT23 HR/HOA/SSD ang sense of belonging | gap between
induction/welcome permanent academic staff and their MT24 HoD and understanding off male and female
process/package for | Two main points to address mentors, including clarity on roles and (cd) HR the SoAfrom the ECR induction
all staff and students responsibilities ci¢MT24 | (e) PDM/HR outset. satisfaction o

1) Large (29%) difference onwards | (f-i) HR <15% in SES

between rating of
usefulness of induction
between male and female

HoD/HoA to &plore with Academic staff
i) where we can improve so as to apply
to new staff ii) what would still be
beneficial to do for current staff

For those interested
in career
development to have
this as a focus from

2025

Induction
records being
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Action = Priority/objective
Point

Driver

Planned action

responsible

Desired outcome

Measure of
success

fixed term academic staff

(Table 1.).

2) Especially low rating
returned by permanent

academic staffKigure 1.4

From 2016, HRelivered a
basicstandardised!:1
induction covering théasic
HR process but this could b
improved with respect to
the academic research
perspective (particularly
thoseon FTC) and needs
complete overhaul for
permanent academic staff
who have so far fien
between the cracks of
department vs division, and
HR vs HoD and academic
mentor.

. HR to develop standard induction

materialsthat are tailored to each type
of role (e.g. academic, PTO gtwhere
appropriateto include linkgo University
inductionand initiation of career
development plan to be followed up in
PDRs

. Such documentation should also

promote EDI themes in order to suppor
individuals from all backgrounds and
ensure effective ignposting to key
policies such akullying and harassment

. PDM to work with HR to develop

equivalent resources for
student/supervisos

With the input of SPECTRA, SSD,
Research OfficeHIR team tdadentify
ways to make thénduction process
more satisfatory for female ECR

. HR to develo@a FTC/ECBpecific

induction templatethat has been
designed to address needs identified in
(a) as well as including points raised in
cohort workshops. Also, to include a
focus on establishing how to make the
best of thisopportunity and it is
recognised as a journey rather than
necessarily one with a particularly
destination

the outset,
particularly those on
FTC.

submitted for
>70% of new
staff in SES 2025

Achieving an
increase to >709
positivity rating
for all staff in
next staff survey
in SES 2025.
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

.LYLNR @S

GSYLX I GS
AYRdzOlAz2zy t23¢ 27
identified, develop equivalent for line
managers. Ensure induction log is
specifically included antinked toPDR
process

Include bur of building and
introductions to key support staff (e.g.
HoA, Finance, IT, Lab Managers)

AP3.2

Establish a statemen
of values for the
School with respect
to equality and
diversity, wellbeing
and respectfulness tg
which everyone will
be held accountable

Desire from staff through
surveys and workshop
consultation, including with
regard toprofessional
behaviourand
responsiveness

Noting a gender disparity
around the extent to which
health and wellbeing are
adequately supported at
work (F:69%, M: 45%)

. EDI committee to develofinal

statementfor approval by School
Committeeof values/code of conduct
(to include commitment to equality,
respect, inclusion andiversity) and
definitions

. HoD/HoA/Line Managers tead by

exampleto demonstrateclearsupportof
thesevalues and behaviours

. HoA/appropriate comms or committee

officers to ensure effective
communication and increased visibility
of statement of valuesn headed paper,
website, school templates, committee
papers, staff/student handbooks

. Include its importance as part of

induction and PDRS for all staff and
students.Include a question on how we
canimprove health and wellbeing

MT24-
MT25

EDI committee

HoDHoA/Line
Managers

HoA/communi
cations
officer/commit
tee chairs

HR/Line
Managers

Greater equity,
respect,an improved
cultureamong
members of staff at
the School

Publication of
the School's
statement of
values on its
website

Clear vibility on
all committee
papers, email
and letter
templates.
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

AP3.3 Improved sense of | Staff survey showed a large a. HoA and Comms and teaching supportf MT23 HoA/Comms/DP | Increased positity Improved scores
transparency over difference in positive to increase visibility of School/Universitf MT24 M and satisfaction of for transparency
decision making responses between male policies and working practices in key decision making and | of decision

and female permanent areas such as improved clarity of making in next
academic staff in particular pay/recruitment/regrading/space communication Staff Experience
(F:53%, M26%) usage/career opportunity/workload survey to at
least60% and
. Develop a dedicated intranet space for HoA then beyond.
committees ncluding remit and
representation and papers
. Includequestions around transparency
as part of PDR process so there is a
regular chance to ask questions of eith HR/Line
line manager or HoD Managers

AP3.4 Increase visible Desire from cohort meeting| 95L O2YYAGUSS G2 MT25 EDI ®Gmmittee | Strengthen the Guidance
support for those to visibly show and provide equality guidance and develop a good| MT26 messaging that the | document
with protected support nonbinary practice guide for the School foblicies department openly prepared
charecteristics by staff/students but whicHed and communications supports trans
adopting University | to discussion about other people >50% of staff to
good practice in SOA| protected characteristics. HoD to endorse use of preferred HoD have emalil
internal and external pronouns in email signature by &l MT23- signatures with
communications We reed to develop our normalise this statement to support MT23 preferred

policy in this area and trans people HoA pronouns
suggestions included from

cohort meetings are Replace all single use toilstgnswith MT22 For all single use
included with a broader gender neutral signage MT23 toilets to be
action to develop this indicated as

further.

gender neutral

KP4: Improve weltbeing and workload
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Action

Priority/objective

Driver

Planned action

Timeline

Person

Desired outcome

Measure of

Point responsible success
AP4.1 Ensure that the Desire from staff surveys | a. HoA to collect data annually relating to| MT22 a.HoA More comfortable Higher positivity
division of work is and workshops supervision, teaching, examining, staff| MT23 (b-c) HoD workloadfor scores for staff
fair, appropriate and managemen other Schoolduties, and individuals for workload and
that staff are Very low positivity rating for external obligations. well-being in SES
supported if they workload and wellbeing 23 survey and to
begin to struggle from acaakmic staff survey | b. These datahould form part of the match at least
(M:42%, F:44%) that was annualdiscussions/PDR with HoD. University
lower than both University benchmark of
(59%) and RG average (559 c. HOD to review this data annually to 59%
(Support staff (71%) had inform workload allocatiordecisionsand
higher than benchmark ensure that colleagues carrywaorkload
positivity ratings) that is reasonable,chievable and fair
AP4.2 Improved sense of | Results from SES indicate |a. EDI Committee to run additional MT22 EDI Male staff to feel Achieve 0%
wellbeingamong all | (Table 1.} lower positive workshops for male academic staff to MT23 Committee/HoD | more confident that | positivity rating
staff and students response levels from males| explore these issues further to enable their health and well | for wellbeing
with a particular in particular around areas better being are better questions in SES
focus on male staff | such as: receiving supported 2025for all staff
constructive feedback b. HoD and Line managers to beminded MT22 HoD/Line
(Q7:35%)meeting job of the importance of positive feedback | MT23 Managers Decrease in
requirements without gender disparity
excessive hours (Q42:35%,/c. Ensure that positive feedback and MT23- HoD/Line (<15%) in SES
health and wellbeing wellbeing is regularly considered as par{ MT23 Managers 2025 in terms of
adequately supported of regular meetings with line managers how health and
(Q44:45%) and within PDR process wellbeing are
supported
d. HR and comms to develop materials for| MT23 HR/HoA/Commu
handbooks/website to deal spemally MT24 nications
with wellbeing and advice
e. Consider role of colleagues in lowering | MT23 All
pressure on others by being more MT24
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Action
Point

Priority/objective

Driver

Planned action

Timeline

Person
responsible

Desired outcome

Measure of
success

sympathetic regarding deadlines or

response

Revisit past experiments around
email/meeting amnesties and explore
regular options each year

MT23
MT24

EDI committee

AP43

Ensure that staff are
sufficiently
supported as well as
being recognised for
undertaking senior
roles

Recognition that senior
roles (e.g. HoD, DGS and
UGS and course €0
ordinators) require a
significant time input that
can also detract from
teaching and research
capacity

HoA/EDI Committee Undertake a
benchmarkingexercise with SSD to
establish how other departments
recognise and support these posts anq
propose SoA approach to be approved
at School Committee.

DPM/DGS/DUGS Undertake a review
with existing/recent postholders in to
understand the role better and how
tasks were successfully balanced with
other work

DPM (with input from DGS/DUGS) to
prepare Roles and Responsibilities

document/guidance notes/suggestions
for good practice for those new in post
that also sets out support package

HoA/HoD to identify infanal mentoring
opportunities for role holders

MT22
MT23

MT23
MT24

MT24
MT25

MT23
MT24

HoA/EDI
Committee

DPM/DGS/DUGS

DPM

HoD/HoA

Established protocols
to support new
postholders in these
senior roles to
minimise detriment
to teaching/research
of role-holder

Better work-life
balancefor all staff

For all HoD, DG
and UGS to hav¢
a Guidance
Document and
for there to be
an established
support package
proportional to
each role
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Appendix X Culture survey data

Table 1.1¢ Questions asked in the survey with positivity fsponse by gender.

tKS | YAGSNARAGREQA HAHM ad2NBSe NIy FNRBY HT ! LINR
59% (the SoA achieved 54% response rdiile 1.1 indicates the questions asked and the response
from the SoA disaggregated by gendgre percentages refer to the proportion of respondents who
GadNRy3Ite INBSE 2N aFaAINBSe (2 SIFOK ljdzSadAazy o

1 Largest differences (>30%) are indicated in pink, <20% in orange).

1 Green indicates an area of focus which had a more negative response from females

9 Blue indicates an area of focus which had a more negative response from males

Induction Female Male  Diff.
Q1. | was offered an induction when | started in my current post 88% 100% 12
Q2. My departmental induction was useful 71% 100% 29
Q3. My Univesity induction was useful 57% 50% 7

Being managed
Q4. | am actively encouraged to take up career development opportuniti 94% 20% 34
Q5. | am supported to think about my professional development 62% 40% 22
Q6. | feel valued and recognised for the work thawol d 81% 65% 16
Q7. | receive regular and constructive feedback on my work 58% 35% 23

Career development
Q8. | am aware of the revised Researcher Development Concordat sign

Oxford in 2021 (Researchers only) 25% 23% 2
Q9. | am clear about the training and ddepment opportunities available tc

me 50% 45% 5
Q10. | feel comfortable discussing my training and development needs

my line manager/supervisor 73% 65% 8
Q11. | have the opportunity to develop and grow here 65% 55% 10
Q12. | take time to reflect on, and plan famy career development 65% 70% 5
Q13. In the last 12 months, have you done anything to develop your

professionally or personally? 7% 70% 7
Q14. In the last year, | have spent at least 10 days (pro rata) on profess

development (Researchers only) 8% 8% 0

Personal Development Review
Q15. | have had a review within the last two years 38% 55% 17
Q16. My personal development review (PDR/CDR etc) was useful 50% 82% 32
Q17. PDR: | would have liked the opportunity to have had one 56% 44% 12

Mentoring
Q1s. | found mentorirg useful 86% 100% 14
Q19. | have been mentored by someone other than my line manager s

taking up my current role 27% 30% 3
Q20. | have been offered a mentor % 14% 14

Researcher Voice
Q21. | can have a voice on issues within my department 75% 54% 21
Q22.  Ican have voice on issues within my research group 92% 85% 7
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Q23.  Ican have a voice on issues within the University 33% 15% 18
Q24. | have heard of the Oxford Research Staff Society (OXRSS) 75% 62% 13
Being a manager
Q25. I am confident Applying HR policies in managingdvising my staff (e.g

sick leave, family leave) 100%  60% 40
Q26. I am confident Conducting probationary and personal developm

reviews 75% 70% 5
Q27. | am confident Managing projects and finances 71% 80% 9
Q28. | am confident Managing staff performance and mivfeedback 100%  70% 30
Q29. | am confident Recruiting staff 75% 78% 3
Q30. | am confident Supporting my staff to think about their careers 100%  70% 30
Bullying and Harassment
Q31. Have you reported (formally or informally) being harassed or bulliel

work? 100% 100
Q32. | am aware of the harassment policy and procedure for University st 96% 80% 16
Q33. | know how to contact a Harassment Advisor 88% 55% 33
Q34. In the last year, whilst working for the University, | have experien

bullying/harassment (reversed scale) 96% 100% 4
Q35. In the last year, whilst working for the University, | have witnes:

bullying/harassment (reversed scale) 92% 95% 3
Relationships
Q36. | feel able to be myself at work 81% 70% 11
Q37. | feel included in my department's social/networking activities 58% 50% 8
Q3s. | feel integrated into my department 73% 60% 13
Q39. | feel integrated into my team 80% 85% 5
Q40. | have good relationships with my colleagues 96% 95% 1
Wellbeing & Workload
Q41. | am able to strike the right balance between my work and home life 42% 50% 8
Q42. | can meet the requirements of my job without regularly worki

excessive hours 50% 35% 15
Q43. My department takes people's caring responsibilities into account w

scheduling meetings 68% 70% 2
Q44. My health and wellbeing are adequately supported at work 69% 45% 24
Leadership
Q45. Communication in my department is open and effective 62% 50% 12
Q46. My department sets clear expectations of behaviour 60% 60% 0
Q47.  Senior leaders make the effort to listen to and communicate with ste 81% 63% 18
Q48. There has been a pitise cultural change in my department over the |z

two years 38% 40% 2
Decisionmaking
Q49. | have the opportunity to contribute my views before changes are m

which affect me 60% 45% 15
Q50. Management and decisiemaking processes are clear and transper:

in my department 42% 35% 7
Q51.  There is a fair and transparent way of allocating work in my departnr 38% 35% 3
Pay & Benefits
Q52.  Considering my duties and responsibilities, | feel my pay is fair 50% 55% S)
Q53. | am satisfied with the total benefits package 42% 40% 2
Q54. Engagement
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Q55. | am proud to say | work for the University 100%  80% 20
Q56. | would be happy to recommend this University as a place to study 88% 80% 8
Q57. | would recommend my department as a great place to work 771% 70% 7
Q58. 1 would recommend the Univsity as a great place to work 81% 60% 21
Q59. Overall, | am satisfied in my job 92% 85% 7
Q60. Working here makes me want to do the best work | can 88% 65% 23
Questions set by SSD
Q61. My department is committed to promoting equality and diversity (SS 69% 75% 6
Q62. My department supports me to carry out fieldwork 71% 85% 14
Questions set by SoA
Q63. Appointments in SoA are made fairly, without discrimination 65% 70% 5
Q64. Female and male academics are equally likely to have a successful |

in academia 35% 50% 15
Q65. | am treated as well as others by my colleagues 85% 85% 0
Q66. | am treated as well as others by students 85% 61% 24
Q67. The timing and format of research seminars organised by the

adequately take account of the needs of people with car

65% 55% 10

responsibilities.
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Figure 1.2 - Staff survey 202%; all staff by gender

Staff survey 2021All staff by gender (n=47)
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Figure 1.3 Staff survey 202, academic staff by gender

Staff survey 2021 Academic staff by gender (all n=31)
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Figure 1.4 Staff survey 202t Permanent Academic staff by gender

Staff survey 2021 Permanent Academic staff (n=14)
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Figure 1.5 Staff survey 202%, Fixedterm Academe staff by gender

Staff survey 2021 FixedTerm Academic staff (n=17)
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