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Consultation Question Bank
This resource provides you with an overview of the consultation areas and themes required by the Athena Swan Ireland Charter Framework. 
In addition to the required themes, applicants should ask respondents a question about their gender, to allow a gender-specific analysis, and a question about their role to enable analysis by job category. We encourage applicants to ask additional questions related to the other equality grounds to support further equality analysis, where numbers will allow (see Appendix for suggestions). In cases where a survey is run centrally, institutions should ensure that respondents are asked to identify their academic department or professional unit, should a sub-unit wish to use the results to inform their self-assessment.
Before consulting with staff, applicants should refer to the relevant application form for information on the data required. For example, data may be required by gender, job category, and/or additional equality grounds. 
The recommended questions can be used with a Likert scale (or similar), asking respondents to rate their agreement with a particular statement:
· Strongly agree
· Agree
· Neither agree nor disagree
· Disagree
· Strongly disagree
· Don’t know
You may also wish to include options for “not applicable” and “prefer not to say”.
It is anticipated that applicants will use complementary qualitative methods to consult with their community.[footnoteRef:1] You are encouraged to include open-ended questions on the required themes to capture additional feedback. You should also be mindful that respondents may share sensitive and difficult details in their responses, and institutions should have appropriate policies and procedures in place to manage this appropriately.  [1:  See Topic Guide 2 Collecting and Analysing Data and Topic Guide 3: Consulting with Your Community for additional guidance.] 

For applicants where small numbers of staff may render some analysis identifiable, other methods or approaches may be used (e.g. limiting disaggregation of survey data, or capturing responses on these themes in focus groups or interviews).  
Required themes
Institutions are required to consult with staff on the following themes, with suggested questions (listed by letter) in the section below: 
· Promotion and/or progression (see A, B, G)
· Career development (see C, D, H) 
· Development reviews (see E, I) 
· Workload (see F, J) 
· Safe and respectful environments (see K) 
· Bullying and harassment (see L)
· Sexual harassment and sexual violence (see M)
· Informal and formal flexible working arrangements (see N) 
· The timing of meetings and social gatherings (see O) 
· Family leave (see P)
· Caring responsibilities (see Q)
Departments and professional units are required to consult with staff on the following themes, with suggested questions listed by letter in the section below: 
· Promotion and/or progression (see A, B, G) 
· Career development (see C, D, H) 
· Development reviews (see E, I)
· Workload (see F, J)
· Values and traditions (see R) 
· The working and learning environment, including leadership practices and behaviours (see S) 
· Negative practices and behaviours (see T) 
· Flexible working opportunities (see N) 
· Family leave (see P)
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The following themes should be captured in consultation with academic and research staff[footnoteRef:2]: [2:  You may wish to analyse consultation findings in a way that disaggregates responses by academic (lecturers, etc.) and research (postdoctoral researchers, etc.) staff.] 

	A. [bookmark: _Hlk83911797]Staff perception of promotions criteria and processes

	· I understand the promotion process and criteria
· The promotion criteria in my institution are transparent and fair
· The promotion process in my institution is transparent and fair
· The full range of work activities (including research, teaching and service) are taken into consideration in promotion decisions 
· It’s clear how career breaks will be considered in promotion decisions 



	B. [bookmark: _Hlk83990865]Staff perception of opportunities for career promotion/progression[footnoteRef:3] [3:  Where prescribed promotion pathways are not available, consultation may instead focus on career progression.] 


	· There are opportunities internally for me to progress in my career
· The process of applying for an internal vacancy is fair and transparent



	C. Staff experiences of support to assist in their career development and progression

	· I have access to the training I need to support my career aspirations
· I have access to the mentoring I need to support my career aspirations
· I have access to opportunities I need to support my career aspirations
· My line manager engages with and supports my aspirations



	D. [bookmark: _Hlk83914574]Staff experiences of support to apply for research funding and develop excellence in teaching and learning[footnoteRef:4] [4:  These questions may be included where relevant to promotion or progression.] 


	· I have opportunities to get the experience I need in teaching to support my career progression
· I am satisfied with the support I receive by my institution to develop excellence in teaching and learning
· I am satisfied with the support I receive by my department/unit to develop excellence in teaching and learning
· I have opportunities to get the experience I need in research to support my career progression
· I am satisfied with the support I receive by my institution to apply for research funding
· I am satisfied with the support I receive by my department/unit to apply for research funding



	E. Staff feedback on development reviews or an equivalent system[footnoteRef:5] [footnoteRef:6] [5:  You should use terminology that corresponds with the opportunities available to the staff cohorts you are consulting with. Alternative questions may need to be developed where an alternative system is in place.]  [6:  You may wish to include a question to capture whether or not staff have participated in the process.] 


	· I used the development review process to discuss my work objectives
· I used the development review process to discuss my career progression
· I used the development review process to discuss my workload
· I used the development review process to discuss work-life balance issues
· I benefitted from my participation in the development review process



	F. Staff feedback on how workload is distributed (e.g. via a workload allocation model) and how the breadth of academic and research roles and responsibilities are captured in workload planning and allocation

	· There is a fair	and transparent way of allocating work in my department
· There is an active management of workload in my department
· My workload is reasonable
· I feel that I can speak	with my line manager	if my workload gets too heavy for me or my work colleagues
· If I spoke to my line manager about workloads being too heavy, I am confident that they would take action to address it for me and/or my colleagues
· The allocation of my workload aligns with my personal career development goals
· I am given disproportionate responsibilities for teaching and examining 
· I am given disproportionate responsibilities for research activity
· I am given disproportionate responsibilities for general academic administration (e.g. pastoral care, student support, committee or panel roles, head of unit, programme or year coordination, professional accreditation/quality reviews)
· I am given disproportionate responsibilities for professional academic service (e.g. conference/symposium organisation, external examining, external professional review, academic editing and review, consultancy, national/international policy development, public engagement)



The following themes should be captured in consultation with professional, managerial and support staff (PMSS):
	G. Staff perception of opportunities for career progression

	· There are opportunities internally for me to progress in my career
· The process of applying for an internal vacancy is fair and transparent



	H. Staff experiences of support to assist in their career development and progression

	· I have access to the training I need to support my career aspirations
· I have access to the mentoring I need to support my career aspirations
· I have access to opportunities I need to support my career aspirations
· My line manager engages with and supports my aspirations



	I. Staff feedback on development reviews or an equivalent system[footnoteRef:7] [footnoteRef:8] [7:  Alternative questions may need to be developed where an alternative system is in place.]  [8:  You may wish to include a question to capture whether or not staff have participated in the process.] 


	· I used the development review process to discuss my work objectives
· I used the development review process to discuss my career progression
· I used the development review process to discuss my workload
· I used the development review process to discuss work-life balance issues
· I benefitted from my participation in the development review process



	J. Staff feedback on how workload is distributed and managed, including how the breadth of professional, managerial and support roles and responsibilities are captured in workload planning and allocation

	· There is a fair	and transparent way of allocating work in my department/unit
· There is an active management of workload in my department/unit
· My workload is reasonable
· I feel that I can speak	with my line manager if my workload gets too heavy	 for me or my work colleagues
· If I spoke to my line manager about workloads being too heavy, I am confident that they would take action to address it for me and/or my colleagues
· The allocation of my workload aligns with my personal career development goals
· I am given disproportionate responsibilities for activities outside of my job description 



The following themes should be captured in consultation with all staff:
	K. Staff feedback on addressing and eliminating discrimination and unfair treatment

	· I have experienced discrimination and/or unfair treatment in my workplace in the past 12 months[footnoteRef:9] [9:  You may wish to ask an additional question to ascertain on what grounds the respondent experienced discrimination or unfair treatment alongside a list of equality grounds, from which they can select all that apply and/or write in more details.] 

· I have witnessed discrimination and/or unfair treatment in my workplace in the past 12 months
· I know how to report discrimination and/or unfair treatment
· I would feel comfortable reporting discrimination and/or unfair treatment
· I am confident that complaints about discrimination and/or unfair treatment would be appropriately managed



	L. Staff feedback on addressing and eliminating bullying and harassment

	· I have experienced bullying and/or harassment in my workplace in the past 12 months
· I have witnessed bullying and/or harassment in my workplace in the past 12 months
· I know how to report bullying and/or harassment
· I would feel comfortable reporting bullying and/or harassment
· I am confident that complaints about bullying and/or harassment would be appropriately managed


 
	M. Staff feedback on addressing and eliminating sexual harassment and sexual violence

	· I have experienced sexual harassment and/or sexual violence in my workplace in the past 12 months
· I have witnessed sexual harassment and/or sexual violence in my workplace in the past 12 months
· I know how to report sexual harassment and/or sexual violence
· I would feel comfortable reporting sexual harassment and/or sexual violence
· I am confident that complaints about sexual harassment and/or sexual violence would be appropriately managed



	N. Staff feedback on informal and formal flexible working arrangements available[footnoteRef:10] [10:  You may also wish to capture awareness of formal and informal flexible working arrangements available to staff that are available in your institution/department/unit. ] 


	· There are flexible working arrangements available that are suitable to my needs
· I am able to work flexibly if I need or wish to do so
· My department/unit supports flexible working arrangements
· I can negotiate flexible working arrangements on an informal basis with my line manager
· I feel that I can strike an appropriate balance between my work and home life
· I believe that working flexibly would negatively impact on my career progression



	O. [bookmark: _Hlk84001709]Staff feedback on the timing of meetings and social gatherings

	· Meetings are usually scheduled to be within	[insert core meeting hours]	
· Social activities are scheduled at times that make it feasible for me to attend



	P. Staff feedback on support the offered to those who take family leave (maternity, paternity, parent’s, adoption, and parental leave).[footnoteRef:11]  [11:  You may wish to include a question to capture if and when someone has taken family leave, and what type(s). See appendix.] 


	· The process of applying for family leave was supportive
· Arrangements were available for me to keep in touch during my family leave to the extent I wished to do so
· Colleagues took on some/all of my responsibilities during my family leave
· Part-time or temporary staff were hired to cover some/all of my responsibilities during my family leave
· I covered some of my responsibilities during my family leave
· On return from leave, supports were put in place to facilitate my re-engagement
· Taking family leave has had a negative impact on my career progression



	Q. Staff feedback on support the offered to those with caring responsibilities[footnoteRef:12] [12:  You may wish to include a question to capture if someone has caring responsibilities. See Appendix.] 


	· My line manager would be supportive of the need to balance my work with caring responsibilities
· Key staff meetings are planned sufficiently in advance to allow those with caring responsibilities to attend



	R. Staff perceptions of the values and traditions of their department/unit[footnoteRef:13][footnoteRef:14] [13:  You may find some overlap in themes R, S an T and choose to consult on these together. Open-ended questions or another qualitative approach may be informative. ]  [14: ] 


	· My department/unit promotes clear values and expectations about how people should behave towards each other
· The prevailing culture and atmosphere in my department/unit is inclusive and friendly to all
· I understand the Athena Swan principles
· I recognise how the principles of Athena Swan are embedded into the culture and working of my department/unit



	S. Staff perceptions of the working and learning environment of their department/unit, including leadership practices and behaviours

	· Leadership in my department/unit is committed to Equality, Diversity and Inclusion
· I feel that my views are welcomed and respected in meetings in my department/unit



	T. Staff perceptions of negative practices and behaviours and how these are managed by their department/unit

	Departments/units may wish to draw from K, L, and M to inform consultation on this theme.


Appendix
The following questions are to support applicants in asking about characteristics and experiences related to the equality grounds enshrined in Irish legislation. Questions and categories may already be established in your institution/department/unit, and other terminology than is suggested here may be useful and relevant for your community.
1. How would you describe your gender?[footnoteRef:15] [15:  We have suggested terminology that aligns with reporting for the Higher Education Authority Gender Profile Reports.] 

· Female
· Male
· Non-Binary
· In another way (specify, if you wish)
· Prefer to not say
2. Do you identify as trans or do you have a trans history?
· Yes
· No
· Prefer not to say
3. How would you describe your sexual orientation? 
· Asexual
· Bisexual
· Gay or lesbian
· Heterosexual/straight
· Queer[footnoteRef:16] [16:  Familiarity and acceptability of the term ‘Queer’ has increased within higher education through established disciplinary fields such as queer theory, queer studies and queer history. Although this term has now been reclaimed by many LGB+ individuals, particularly young people, who don’t identify with traditional categories around sexual orientation, it is still viewed as derogatory by some.] 

· In another way (specify, if you wish):
· Prefer not to say
4. Do you consider yourself to be from a minority ethnic background?
· Yes
· No
· Unsure
· Prefer not to say
5. Which of the following best describes your ethnic group?[footnoteRef:17]  [17:  Some institutions make this a “select all that apply” style question. You may wish to inform your staff that these categories are based on the Irish census. Refer to the Statement by the National Athena SWAN Ireland Intersectionality Working Group on the Use of Ethnicity Categories in Irish Higher Education for additional advice and considerations https://hea.ie/assets/uploads/2020/07/Intersectionality-WG-Statement-on-Ethnicity-Categories-in-Irish-HE.pdf] 

· Arabic
· Asian or Asian Irish - Chinese
· Asian or Asian Irish - Indian/Pakistani/Bangladeshi
· Asian or Asian Irish - Any other Asian background
· Black or Black Irish - African
· Black or Black Irish - Any other Black background
· White - Irish
· White - Irish Traveller
· White - Roma
· White - Any other White background
· Another ethnic group not listed, including mixed group/background (specify, if you wish),
· Prefer not to say
6. Do you consider yourself to have a disability, impairment, chronic, health condition (including mental health) or learning difference?
· Yes
· No 
· Unsure
· Prefer not to say
6a. If yes, please select all that apply:
· Deaf or hearing impairment	
· Blind or visual impairment not corrected by glasses	
· Specific learning difficulty (for example dyslexia)
· Developmental condition or social/communication difficulty (for example, speech or language impairment, Autistic Spectrum Disorder including Asperger's Syndrome)
· Physical impairment or mobility difficulty (for example, difficulty using your arms, use of a wheelchair or other walking aid) 
· Mental health difficulty (for example, depression, an anxiety disorder or bipolar disorder)
· Another option not listed (specify, if you wish)
· Prefer not to say
7. What is your age?
· Under 20
· 20-29
· 30-39
· 40-54
· 55 and over
· Prefer not to say
8. What is your religion, if any?[footnoteRef:18] [18:  This question is aligned to the Irish census categories. You may wish to develop this question further to include additional options.] 

· Church of Ireland
· Islam
· No religion
· Orthodox Christian
· Presbyterian
· Roman Catholic
· Another option not listed, (specify, if you wish)
· Prefer not to say 
9. What is your current marital status?
· Civil partnership
· Cohabiting
· Divorced
· Married
· Separated
· Single
· Widowed/Surviving Civil Partner
· Another option not listed (specify, if you wish)
· Prefer not to say
10. Do you have caring responsibilities?
· Yes
· No
· Prefer not to say
10a. If yes, please select all that apply:
· Caring for a child with a disability or long-term illness
· Caring for an adult with a disability or long-term illness
· Childcare	
· Eldercare
· Another option not listed[footnoteRef:19](specify, if you wish) [19:  Depending on a respondent’s selection, they may be routed to particular follow-up survey questions.] 

· Prefer not to say
11. Have you taken any periods of the following types of leave as an employee of [insert name of institution]? Please select all that apply.
· Adoptive Leave
· Carer’s Leave
· Parent’s Leave
· Parental Leave
· Maternity Leave
· Paternity Leave
· None of the above
· Prefer not to say
You may wish to build feedback on terminology and language directly into your consultation by asking open-ended questions such as:
11. Do you have any comments/suggestions on any of the questions in this section, how they are asked and the options available? (Please give details)
Remember that language relating to a lot of identities is evolving. You will likely need to review the language used in data collection regularly to ensure it is up to date and aligns with the needs of your community.	
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