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Introduction 
Following the last round of promotions to Senior Lectureship concerns were 
raised at Údarás na hOllscoile regarding the progression of women to senior 
academic posts. Of the 17 applicants promoted in 2008-2009 only one woman 
was successful. By request, the Equality Office submitted a report on the 
numbers of academic staff in various grades by gender as well as comparative 
data from other Irish universities to a subsequent meeting of Údarás na 
hOllscoile. The report showed significant under-representation of women at 
senior academic grades i.e. Senior Lecturer, Personal Professor, and Professor 
in NUI Galway. The comparative data in the report showed that the percentage of 
women in the same senior academic grades was lower than that in the other Irish 
universities where data was available for comparison. 
 
A working group (appendix 1) was established to explore the matter and to 
ascertain the reasons for the imbalance between the proportions of women at 
senior levels and that at Lecturer below and above-the-bar levels. The group in 
consultation with Professor Liz Doherty, Emeritus Professor of Human Resource 
Management based in Sheffield Business School at Sheffield Hallam University, 
developed a survey which was designed to help understand and identify barriers 
to the progression of female academic staff to the level of Senior Lecturer and 
Professor.  
 
This report presents the main findings from the survey and this is followed with 
recommendations put forward by the Working Group. 

Background information about the participants 
The questionnaire was sent to 510 academic staff (all Established Professors, 
Personal Professors, Senior Lecturers, Lecturers above the bar and Lecturers 
below the bar) in December 2010. As some people were on leave at that time it 
was received by 492 staff members. Of the total population receiving the survey 
63% were male and 37% were female.  
 
Table 1 below shows the gender breakdown of the total population and the 
numbers and proportions responding to the survey. 
 
Table 1: Survey Respondents 
 
 Female 

 
Male Total 

Total population 189 (37%) 321 (63%) 510 
Received survey 180 (37%) 312 (63%) 492 
Started survey 139 (52%) 130 (48%) 269 
Completed survey 102 (51%) 97 (49%) 199 
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55% of the population who received the questionnaire (269 staff members) 
started to fill it in, of which 48% were male and 52% were female. Not all 
respondents completed the questionnaire and some people missed out some of 
the questions. The numbers completing the survey (defined as getting to the end 
and pressing the ‘done' button) dropped from the 55% who started it to 40% of 
those who received the questionnaire. It should be noted that the numbers 
responding to different questions varied and, therefore the actual numbers of 
men and women responding in each of the tables presented in this report has 
been indicated. The distribution of respondents broadly reflected the distribution 
across the academic grade levels as can be seen in Table 2 below. This shows 
that women are crowded into the lower grade levels and that there is a 
considerable bottleneck of women at the level of lecturer above the bar. 
 
Table 2: Grade Distribution 
 
Grade Female 

 
Male Total 

Lecturer Below Bar 28 (23%) 10 (9%) 38 (16%) 
Lecturer Above Bar 64 (53%) 42 (37%) 106 (45%) 
Senior Lecturer 22 (18%) 34 (30%) 56 (24%) 
Personal Professor 3 (3%) 9 (8%) 12 (5%) 
Established Professor 4 (3%) 20 (17%) 24 (10%) 
 
115 males and 121 females answered the question 
 
The distribution of respondents was spread across the academic schools found 
within the total population. Women were better represented in the survey 
population than in the total population which is not surprising given the topic 
being explored. Overall, the response rate was good for a survey of this sort. 
Over half of the women and around a third of the men took the time to provide 
thoughtful answers to many of the qualitative questions. This suggests a very 
high level of interest and engagement with issues related to academic career 
advancement within the University. 
 
The respondents were asked about their career histories. In terms of length of 
time working in their current grade, time working in NUI Galway and HE in 
general. The distributions were similar for men and women except that a larger 
proportion of men have worked at NUI Galway for more than 30 years (10% of 
men and 3% of women) and in HE for more than 30 years (17% of men and 4% 
of women). 
 
The respondents were also asked about their age, qualifications and family 
circumstances. Table 3 shows the age distributions for men and women which 
were similar, except that, overall, the women were rather younger (where 51% of 
men were 45 or over, the proportion of women in this age category was 39%).  
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Table 3: Age Distribution 
 
Age Female 

 
Male Total 

24 and under 0 (0%) 0 (0%) 0 (0%) 
25-34 19 (15%) 12 (10%) 31 (13%) 
35-44 56 (46%) 46 (39%) 102 (42%) 
45-54 28 (23%) 32 (27%) 60 (25%) 
55-64 20 (16%) 27 (23%) 47 (19%) 
65+ 0 (0%) 1 (1%) 1 (<1%) 

 
118 males and 123 females answered this question 
 
Most of the respondents held doctorates, though the proportion of men with 
doctorates (92%) was slightly higher than that of women (82%). The large 
majority of men and women were either married or had a partner but 21% of 
women were single where only 11% of men were single. There were rather large 
differences in terms of family formation with 47% of women, and only 29% of 
men, having no children. Of those respondents who had children, men tended to 
have more children than women. Less than half of the respondents said that they 
had caring responsibilities (both children and eldercare) and within this there 
were a few more women (14) than men with caring responsibilities.  
 
This background information shows that women’s under-representation at senior 
levels at NUI Galway cannot be explained by their burden of caring 
responsibilities. The relatively young age of the women, together with their 
qualifications and experience, suggests that there is considerable potential within 
the female academic workforce. 

Career Goals 
A range of questions were asked to explore respondents' short and longer term 
career goals. Table 4 shows how men and women answered a question about 
their ultimate career goal. The men were rather more ambitious than the women 
with 71% of them aspiring to become Personal or Established Professors, by 
comparison with only 54% of the women. In interpreting these responses it 
should be noted that 25% of the male respondents are already professors whilst 
the proportion of female respondents who are Professors is only 6%. Further, the 
bottleneck of women at the level of Lecturer Above the Bar well may well focus 
women's career aims simply to achieving promotion to the SL level. When asked 
when they planned to apply for Personal Professorships more men than women 
were intending to apply in the shorter term, i.e. in the next 4 - 6 years, but there 
were a larger number of women in the pipeline intending to apply in the next 7 -
16 years. 
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Table 4: Ultimate Career Goal 
 
 Male Female 

 
Lecturer below the bar 0 0 
Lecturer above the bar 0 5% 
Senior Lecturer 10% 26% 
Personal professor 41% 32% 
Established Professor 30% 22% 
Other 19% 15% 
 
 105 males and 117 females answered the question 
 
Table 4 shows that most of the female respondents hope to progress to Senior 
Lecturer (SL) or above, and 31% of them (by comparison with 25% of the men) 
said that they intended to apply for promotion to SL as soon as the promotions 
embargo is lifted. When asked about their readiness for promotion and their 
chances of success the answers given by men and women were similar. 
Interestingly, only one woman and four men said that their personal 
circumstances would not allow them to progress at present. 
 
30 men and 24 women gave reasons as to why they had no plans to progress 
beyond their current level. For those men who did not plan to progress, mostly 
they said that they had already achieved the level to which they aspired or were 
close to retirement. A few women said something similar, but more expressed a 
lack of confidence in the system or concern about the standards for achieving a 
Senior Lectureship which were perceived to be 'prohibitively high'. 
 
These findings show that whilst the women do have strong aspirations to 
progress, more of them expect only to progress to the SL level by comparison 
with men who are more likely to aspire to become Professors. The findings also 
suggest that women expect their careers to advance at a slower pace than 
men's. In the short term the University can expect rather large numbers of 
women to apply for promotion to SL in the next round.  

The Senior Lecturer Promotion Scheme 
Several questions were asked about respondents' experiences of the SL 
promotion scheme and also about their views of the promotion criteria and how 
these operated in practice. 
 
The findings showed that the majority of respondents were well or quite well 
informed about the scheme. Around half had sought advice about it from a range 
of people including senior colleagues, Heads of School and Heads of Discipline. 
The findings do not suggest a particular problem with academic staff getting 
information and advice as the large majority of respondents, 94% of men and 
86% of women who sought advice, said that they found the advice helpful. 
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42 men and 32 women had experiences of applying for promotion to SL. Of 
these, the men had been more successful than the women at every stage of the 
process with ultimately 33 men and 15 women being successful. The main 
reason that both men and women put forward for lack of success was the limited 
number of posts available which had led to the process becoming very 
competitive. For example:  
 

“I was told that while I scored quite well in the various categories there 
were others in the competition who were 'stars' in one or other of the 
categories.”  
 

It was no longer seen as a criterion-referenced scheme based on meeting a set 
benchmark, but a norm-referenced scheme based on competition. This view 
recurred throughout the survey in many of the qualitative responses to different 
questions. 
 
There are three promotion criteria in the SL Promotion Scheme;  i) research and 
scholarly standing ii) teaching and examining and iii) contributions to the school, 
university and community. Respondents were asked how far they agreed with a 
set of statements about the value given to each of the criteria. 
  
Table 5 sets out the views expressed. This shows that the majority of men and 
women share the view that the three promotion criteria do not count equally and 
that the research and scholarly standing criterion counts most. 
 
Table 5: Views about the SL Promotion Criteria 
 
 
 

%male 
agree 

%male 
neutral 

%male 
disagree

%female
agree 

%female 
neutral 

%female
disagree

All three criteria count 
equally 

24% 8% 68% 29% 7% 64% 

Research counts most 
 

76% 3% 21% 69% 9% 22% 

Teaching and 
examining counts most 

9% 12% 79% 10% 20% 70% 

Contribution counts 
most 

11% 10% 79% 11% 17% 72% 

  
101 men and 111 women answered the question 
 
A number of questions were asked in which the respondents made a self-
assessment of their academic activity in relation to the three promotion criteria. 
On all of the self- assessments related to research the men consistently made a 
stronger self-assessment than the women. For example, Table 6 shows how 
men and women described the frequency of their publications.  
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Table 6: Self-Description of Frequency of Publications  
 
 Male 

 
Female 

Prolific and sustained 20% 10% 
Regular and sustained 53% 47% 
Erratic 20% 25% 
Infrequent 6% 16% 
Not applicable 1% 2% 
 
105 men and 113 women answered the question 
 
Similar gender differences were found in relation to the self-assessments related 
to winning research grants and being invited to make keynote presentations.  
Further, the men have far more experience than the women in doctoral 
supervision and examination. Table 7 shows the stark differences in the number 
of doctorates that the men and women had seen through to completion. 
 
Table 7: Number of Doctoral Students Supervised to Completion 
 
 Male 

 
Female 

None 27% 59% 
1-3 32% 29% 
4-6 19% 6% 
More than 6 22% 6% 
 
101 men and 109 women answered the question 
 
Given the age differences between men and women, one explanation for men's 
better developed research profiles might have been a feature of their age (older). 
The data was therefore analysed by both gender and age. This showed that in all 
areas of research activity women self-assessed their performance as a little 
worse than men's in the 25-34 age group, as substantially worse in the 35-44 age 
range, and as quite similar in the age ranges of 45 and over. The exception to 
this was in relation to doctoral completions where men performed considerably 
better at every age. This suggests that women start off their research careers at 
a slight disadvantage in relation to men, but that this disadvantage is deepened 
in the middle years. This may be because those women with children have less 
discretionary time during these years. Another explanation in relation to women 
without children may be that they spend more time than men on teaching, 
administration and pastoral care (the evidence below about time spent on 
teaching and research would support this explanation). It seems that in their 
more mature years women are able to develop their research and catch up with 
men. This supports the earlier finding that women's career progression tends to 
be slower than men's.  
 

 
 - 8 of 17 - 



  

There was an expectation that men and women might use sabbaticals differently 
and that this might have an impact on the development of a successful research 
profile. In fact, very similar numbers of men and women (just over half) had taken 
sabbaticals. The majority of men used their sabbaticals to prepare grant 
applications and further their research while the majority of women used their 
sabbaticals to complete their PhDs. Of those who had not taken sabbaticals, both 
men and women said that difficulties in covering teaching and family 
commitments were the reasons for not applying (with rather more women citing 
family reasons). Some men were unwilling to leave their research groups. 
 
When asked about the main factors which limited them in strengthening their 
research career the large majority (80%) of both men and women cited 
insufficient time.  A larger proportion of women than men said that teaching 
tended to come first and that they felt excluded from higher level research 
activities. This question generated a huge amount of qualitative data from 30 
men and 58 women. The main issue for men was time consuming administration 
and lack of support. In addition to the issues raised by men, the women added 
the demands of teaching, childcare responsibilities and discipline specific issues, 
particularly in accessing research funds in the Humanities and Social Sciences.  
 
On the whole the women were better qualified than the men in terms of teaching 
qualifications (67% of women have a PG Certificate in Teaching and Learning in 
HE by comparison with 41% of men), but there were very few gender differences 
in terms of wining teaching awards, module responsibility or in self assessment 
of teaching practice and innovation. Very few men or women published peer 
reviewed articles about pedagogy. 
 
Respondents were asked about the types of internal roles they held. Both men 
and women had experience of Programme Director/Leader roles but more men 
have experience of significant leadership roles such as Head of School/Head of 
Discipline and membership of Údarás na hOllscoile. Men and women expressed 
similar levels of interest (just over half of them) in taking on an internal leadership 
role in the next five years. However, there were some concerns about the 
process of selecting individuals for these roles, with about half of the respondents 
believing that they are allocated on the basis of informal networking rather than 
merit. On the whole the men have a wider range of experience of external roles 
and, whilst men and women equally find it difficult to make time for external 
activities, women find it more difficult to find a way in and in pushing themselves 
forward into external networks. 
 
In answer to a question on how respondents prioritised their academic 
endeavours rather more men indicated that they prioritised research over 
teaching, and rather more women prioritised teaching over research, with the 
differences around 20 and 10 percentage points respectively. This difference is 
reflected in the respondents’ assessment of the hours they spend on research 
and teaching – on average the men stated that they spent four hours less per 
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week on teaching than the women and three hours more per week on research. 
Men and women have a shared view that both internal and external leadership is 
essential in an academic career. 
 
Several questions were asked about the operation of the SL promotion scheme. 
Views were split on the standards expected for SL promotion with a third of the 
men and 40% of the women thinking the standards for promotion were too high. 
There were also some concerns about fairness in the treatment of applications, 
gender balance on the board, and clarity about what is needed to make a 
successful SL application. In all areas the female respondents were more critical 
than the male respondents. 
 
These findings get to the heart of the problem with the SL promotion scheme. 
They show very clearly that academic staff believe that the research criterion 
counts most. Given that men have more advanced research careers (more have 
completed their PhDs, they have far more experience of doctoral supervision, 
they have published more successfully and won more research grants) it is not 
surprising that men have been promoted more quickly than women and that this 
leads to feelings of perceived unfair treatment on the part of many women. 
Members of the Working Group do not accept that this is the intended policy 
position of the University. Rather, based on direct experience and knowledge of 
the scheme, their view is that the research criterion is well developed in its 
capability to discriminate between applicants, where the teaching and 
contribution criteria are not sufficiently developed to discriminate between good 
and excellent applications. This means that, in practice, research tends to be the 
main differentiator. The Working Group also acknowledges that given the small 
number of promotion opportunities available it is inevitable that, whilst a criterion-
referenced approach can be taken at the short-listing stage, when it comes to 
final selection a norm-referenced approach is taken. 
 
The findings also suggest that there are gender differences in the ways that men 
and women prioritise their activities and the time they spend on teaching and 
research. This merits further investigation. The findings further showed gender 
differences in the way that academic staff use sabbaticals. The University has 
now changed the sabbatical scheme so that it can no longer be used to complete 
PhDs and these findings suggest that this may disadvantage women.  
 

Factors which hinder career progression 
Based on previous research findings respondents were given a list of institutional 
factors which might have limited their academic performance/progression. Of 
these, the only factor which both men and women had found important was the 
operation of informal networks and this may well relate to the concern already 
expressed about the allocation of internal leadership roles. It is of concern that 
the majority of women (just over 70%) have found stereotyped attitudes about 
the abilities of men and women and insufficient visibility given to women’s 
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achievements as very important barriers to their progression, whereas this is not 
an issue at all for men. This was an issue raised by many women in answer to 
the last open question “Do you have anything else you would like to say about 
the barriers to academic career progression at NUI Galway or measures that 
could be taken to tackle these?” The following are typical examples: 
 

‘There is a prevailing attitude (although I accept not a deliberate one) that 
women are the worker bees and men the shining academic stars. The 
work that women do in this University needs to be recognised’ 
 
‘I find the attitude of women and men to academic life quite different. Men 
tend to be quite ostentatious if not aggressive in their pursuit of their goals 
and the institution tends to take notice of them. Guys also tend to network 
behind the scenes to promote themselves. A woman can work very hard, 
invest hugely in pastoral care, teaching, field research with students, 
graduate supervision, developing the quality of teaching, producing quality 
publications, but still not get any encouraging response or 
acknowledgement from male colleagues. I think it will take a long time to 
change the work culture at NUI, Galway. It is highly orientated towards 
male success.’ 

 
Respondents were then given a list of personal factors that might hinder their 
academic performance/progression. Around 40% of both men and women 
indicated that family responsibilities/the demands of running a home were a 
hindrance to their career progression. This is probably related to 43% of men and 
55 % of women stating that they did not have enough time to take on 
discretionary roles. It is also noteworthy that more women than men cited periods 
of absence for maternity/parental leave, lack of confidence (in taking on a 
leadership role and in writing high quality output), general reluctance to put 
oneself forward and waiting to be recognised as barriers to their progression. 
 
These findings indicate that the culture within the University is operating as a 
considerable barrier to women’s progression and that men behave in ways which 
help their careers (for example by putting themselves forward and demonstrating 
confidence in their abilities) more than women. The findings also reinforce the 
earlier finding that, whilst caring responsibilities are a hindrance to the 
progression of some women, this is not the main explanation for women’s slower 
career progression than men’s. 

Factors which might help career progression 
Respondents were asked about the extent to which a range of institutional 
factors had helped their academic performance/progression. The large majority 
of men and women agreed that the following measures had either been not 
important or not applicable to them; the Performance Management Development 
Scheme, formal mentoring, the University’s training and development provision, 
the University’s equal opportunity policy and associated HR procedures and 
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access to the university crèche. Many of the women used their qualitative 
answers to say that there was no formal mentoring in place, that HR procedures 
and equal opportunity policies were not working and that the PDMS was not in 
force. By comparison both men and women found the support and advice of a 
senior colleague, informal mentoring and the opportunity to work flexibly as 
important in helping their academic progression.  
 
In terms of personal factors both men and women (in similar measure) said that 
the following personal factors had helped their academic performance and/or 
progression; having a clear career plan, having confidence in their own ability, 
being prepared to work long hours, having a supportive spouse/partner, having 
good internal and external networks and knowing how to promote oneself. 

Actions to Support Academic Careers 
A range of development measures were put forward which might be helpful in 
supporting academic career development. These were; 

o An improved PMDS  
o A formal mentoring scheme for academics  
o Development sessions on how to prepare an SL and a Professorial 

application, Structured feedback and a development session following an 
unsuccessful SL or Professorial application 

o Development sessions related to research, teaching and leadership 
o Development sessions on the application for, and use of sabbatical leave 

All of these measures were generally seen to be helpful or very helpful by men 
and women alike, however there was a strong sense from the qualitative data 
that the institutional issues such as the SL promotion scheme needed to be 
addressed before interventions to develop individuals. The following is a typical 
comment from one of the female respondents: 
 

 'The above mentioned items of course reside in the 'helpful' category, but 
they do nothing to overcome the glaring obstacle that is the Promotion to 
SL scheme. Not wishing to state the obvious but academics know their 
disciplines and know how to conduct research therein. Generic workshops 
are all well and fine, but somehow they miss the point...Far better to 
develop a decent scheme for promotion and to make sure those who 
constitute its Board are competent to discharge their duties.'  

 
Women indicated that in practice they were far more likely than men to take up 
these development provisions if they were offered. 
 
Given the issues identified in relation to the importance of the research criterion 
for SL promotion, the working group were interested to explore the respondents’ 
views about changes to the criteria. Table 8 shows the degree of support for two 
different ways forward: 
 
Table 8: Support for Developing SL Promotion Criteria  
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 Proportion of men 

in support  
Proportion of women 
in support 

If the research criterion counts most, then 
change the SL scheme to reflect this 

74% 82% 

If all criteria count equally, provide more 
guidance about measuring teaching 
excellence 

86% 95% 

 
87 men and 101 women answered the question 
 
This shows that there is a high level of support for addressing the issue of SL 
promotion criteria and that academic staff would prefer to see all three of the 
criteria counting equally and further developed so that the teaching criterion 
could be better measured. 
 
A number of questions were asked to gauge the views of respondents about a 
range of changes which might be made to the operation of the SL and 
Professorial promotion schemes. As can be seen in Table 9 all of these 
suggestions were supported by the majority of respondents and the support was 
stronger amongst women than men. 
 
Table 9: Support for Developing the Promotion Schemes 
 
 Proportion of 

men in support 
Proportion of 
women in support 

Build into the SL Promotion Scheme an 
acceptance of a reduced quantity of academic 
output during periods of intense family pressure 

72% 83% 

Require SL Promotion Board to include a 
broadly equal number of men and women 

77% 94% 

Require Professorial Promotion Board to include 
a broadly equal number of men and women 

77% 94% 

Train all members of promotion boards in 
gender issues relevant to academic 
performance 

89% 96% 

   
87 men and 101 women answered the question 
 
Respondents were then asked about a number of further changes and initiatives 
which might help tackle institutional arrangements which tend to disadvantage 
women. Table 10 sets out the responses. Again, all of these suggestions were 
supported, especially the one about ensuring that all key leadership roles are 
subject to open selection processes. 
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Table 10: Institutional Changes to Tackle Disadvantage 
 
 Proportion of 

men in support 
Proportion of 
women in support 

Ensure all key leadership roles (Dean, HoS etc) 
are subject to open selection processes 

95% 98% 

Require all key meetings and committees to be 
held between the hours of 9.00am and 5.00pm 

81% 92% 

Invest in a strengthened equality infrastructure 
(eg full time post, budget for research, strong 
committee) 

63% 82% 

Provide more support for parents (e.g. parental 
leave, childcare, play schemes) 

87% 86% 

Provide opportunity to work part-time or on a job 
share basis at senior levels 

85% 90% 

 
87 men and 101 women answered the question 
 
In the qualitative responses several men made the point that not only women 
experience disadvantage - men with caring responsibilities, health issues and 
other life pressures also experience disadvantage.  
 
When asked to select one institutional change to help women’s career 
progression 33 men and 74 women commented. The change most supported by 
men was the introduction of awareness-raising/training about gender issues. The 
changes most supported by women were addressing the SL promotion system, 
introducing some form of positive action/quota system, improved 
support/networking, acknowledgement that it is not possible to progress without 
working excessive hours, training in gender awareness for senior managers and 
challenging the male culture. 
 
Respondents expressed rather polarised views about positive action 
interventions aimed solely at women (mainly women-only development 
activities). All of the suggestions found some support from women (supported by 
about a third to half of the women) and rather less support from men. But none of 
these interventions were supported as much as the institutional changes and 
developmental activities for both men and women as discussed above.  In the 
qualitative responses women stressed the need for tackling institutional systems 
rather than ‘fixing’ women. However 60% of women agreed that initiatives aimed 
only at women were required to tackle lack of female representation at senior 
levels and only 39% thought such measures were patronising. About half of the 
men thought that women-only initiatives discriminated unfairly against men. 

Further Issues 
38 men and 50 women provided thoughtful answers to the final open question 
which was an opportunity for respondents to add anything else to the survey. The 
main additional points made by the men were a concern that the requirement to 
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have reached the top of the scale before applying for promotion to SL 
discriminated against younger staff and a concern that the promotion criteria 
needed to be sensitive to ‘the vast array of disciplines that the University 
teaches’. The main additional points made by the women were concern that the 
high standards set for SL promotion required ‘significant personal sacrifice ...and 
are not family friendly’ and concern about failures of management (for example in 
showing favouritism, handling feedback badly, and failing to tackle bullying and 
harassment). 

Recommendations 
In making recommendations, the Working Group has prioritised the areas most in 
need of development and about which staff had expressed particularly strong 
opinions. The recommendations are as follows: 
 
1. It is clear that the SL promotion scheme is perceived to operate unfairly, in 
particular in the way that the research criterion is seen to count most. The 
working group do not consider this to be the intention of the University and 
recommend that a piece of work needs to be done to further develop the 
teaching and contribution criteria  so that they are better calibrated to measure 
excellence and to discriminate more between applications. This work is more 
likely to be successful if the views of academic staff are taken into account in the 
development process. It is therefore recommended that schools should be asked 
their views about the definition of satisfactory, good and excellent teaching and 
contribution and how these might be measured. It is further recommended that a 
member of the Working Group should analyse the last round of SL applications 
to identify what impressed the board of assessors sufficiently to allocate higher 
marks for teaching and contribution. It is recommended that the outcomes from 
both processes should then be fed back to a task group charged with the 
responsibility of developing the promotion criteria.  
 
2. Staff expressed concern that the SL promotion process is based on a norm-
referenced competition rather than a criterion-referenced process to select all 
those who meet specified criteria. Considering that so few promotion 
opportunities are available the Working Group recommends that the University 
provides clear communications about the process involved - that short-listing is 
criterion referenced, but final selection is awarded to candidates with the most 
outstanding performance.   
 
3. The survey data suggests that women spend more time than men on teaching 
and that men spend more time on research than women. The Working Group 
considers this to be an important difference, but it is based on self-assessment. 
The group recommend that the FEC data for 2010/11 is analysed to see if this 
also shows a gender difference, and that workload planning data for 2011/12 is 
similarly analysed.   
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4. The findings showed substantial differences in the way that men and women 
set their career objectives and in their career behaviours, with men tending to be 
more ambitious and more confident. The Working Group has noted that there are 
polarised views about positive action, but if developmental activities were 
developed for men and women, in practice women would be more likely to take 
these up. It is recommended that a formal system for career planning (for women 
and men) should be established. This should include a scheme for matching new 
staff up with a mentor from their discipline/school. It should also include a half-
day academic career planning workshop for existing staff. It is recommended that 
the workshop also be used to encourage staff to find their own mentor and take 
ownership of their own career planning. 
 
 
5. There was strong support for introducing gender awareness training for 
promotion board members. The Working Group considers this to be a priority and 
recommends that this should be developed. It is proposed that it should include 
good interviewing practice and gender-awareness. 
 
6. The findings have shown that the decision not to allow sabbaticals to be used 
to complete PhDs may well impact adversely on women. To counteract this it is 
recommended that a new scheme be introduced to enable and support staff to 
complete their PhDs. This is considered to be in the interest of both individuals 
and the University. 
 
7. Academic staff felt particularly strongly that leadership roles (Head of School, 
Head of Discipline etc) should be allocated on the basis of open, transparent 
competition. Whilst it is University policy that this should happen, it is not always 
the case in practice. It is recommended that attention is paid to this process so 
that it is operated consistently, transparently and provides equality of opportunity.  
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NUI Galway Members of the Working Group 
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Dr. Pat Morgan 
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Mr. Chris McNairney 
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