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1. Introduction 

The School of Law has undertaken remarkable growth over the last 20 

years and now has close to 700 students undertaking its programmes. The 

number of staff in the School has also significantly expanded (see 

appendix one). The level of activity in the School demands that staff 

engage with immediate issues, but it is also important to remain aware of 

longer-term objectives. The strategy set out here seeks to provide a 

foundation and framework for the School for the period 2018 to 2023. It 

provides a vision and values that have been designed in the light of the 

University’s strategy (Broadening Horizons), the School’s mission 

statement, and a SWOT analysis that was conducted in February 2016.  

It also takes account of the President’s emphasis on academic reputation, 

educating outstanding graduates and active citizens, the development of a 

‘Civic University’, achieving and extending our national and international 

potential, embracing inclusion and diversity, promoting an open and 

welcoming campus for all, supporting our people, and possessing the 

dynamism to continually revisit our ambitions for the School and 

proactively seeking out new opportunities 

 

It seeks to coordinate and focus the School’s activities by setting out a 

vision of what can be achieved in the School in the coming years. It 

commences with a focus on staff, students, and School expectations. In 

the light of these expectations, it then sets out seven strategic goals and 

the ways in which we can determine whether they are being achieved. 
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Figure 1.1. Artist’s interpretation of the new library, home of the Law School’s library 

and appellate court. 
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2. What Should a Staff Member Be Entitled to Expect in 

the School in the Next Five Years? 

 

 

Figure 2.1. Diagram of staff expectations 

2.1. Culture of collegiality and teamwork 

The School has a very strong culture of collegiality and teamwork. It is 

important that it continues to grow and develop over the next five years 

and values such as teamwork, openness, fairness, respect, and 

professionalism exist among all staff, and that all staff members feel that 

they have the opportunity to excel in their careers. Senior staff in the 

School, in particular, should seek to promote the development of early 

careerists, providing guidance, advice, and peer mentoring support. 
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2.2. Identity 

The sense of identity is continuing to develop in the School. Centres and 

research groups are crucial in capturing research strengths in the School, 

working for the benefit of the School. We will also continue to develop 

that sense of identity by developing a clear space for the School of Law 

on the campus (see appendix three) and by promoting the identity of the 

School through the library and courtrooms and through our website, 

newsletters, Instagram,  Facebook and Twitter accounts, and brochures. It 

is important that the discipline of law and the achievements of staff in the 

School are understood at faculty and University levels. Proper 

communication flows are crucial in facilitating this sense of identity. The 

School will continue to look at ways of enhancing the internal 

dissemination of information via departmental, committee, and faculty 

meetings, email announcements, the website, the use of the television 

screen, the newsfeed, School of Law Newsletter, and the AHSS 

Newsletter. Many of these media will also facilitate the communication of 

our activities externally. 

2.3. New and innovative initiatives 

A significant and impressive body of work has been undertaken by staff 

in the School over the last number of years. It is important, however, that 

the School continues to be open to new and innovative initiatives proposed 

in UL or by staff members; this can relate to curriculum development in 

respect of new modules, new programmes, conference and workshop 

events, international exchange opportunities, PhD supervision, funding 

possibilities for research events and research travel, and engagement with 

stakeholders. To this end, we have created structures within the School to 

facilitate such initiatives. These structures include the Directors of 

Research, Teaching and Learning, Postgraduate Studies, International 
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Education, Clinical Legal Education, Recruitment and Marketing and 

Curriculum Development. We will continue to create research leave 

opportunities and provide research funding support and event funding 

support to staff members. 

2.4. Working conditions 

Highly qualified and professional staff also require excellent working 

conditions that support their individual needs and permit them to grow and 

develop in their careers. This relates to office space, office equipment, 

library resources, access to databases, financial support for conferences 

and events, staff development training, properly scheduled teaching that 

aligns with research interests, a fair allocation of teaching and 

administrative duties, mentoring, support in internal promotion schemes, 

financial support for educational development, and support in the form of 

research grants for those returning following leave. The School has 

already put in place a mentoring scheme (developed by the Director of 

Research) and a performance development review scheme is operated by 

the Head of School. The School has developed a workload allocation 

model to reflect the activities of staff members. We also endeavour to 

provide staff with a single office space where possible and review office 

equipment on an annual basis. Staff receive their teaching for the entire 

academic year three months in advance of the commencement of the 

relevant academic year and staff are annually requested to state their 

teaching preferences. Teaching and administrative workloads are brought 

to a departmental meeting each year. The School will continue to support 

staff in relation to individual training needs as they relate to administrative 

duties, leadership skills, pedagogy, and PhD training. Following 

consultation, the School will also continue to develop best practice 

guidelines and initiatives on various aspects of academic functions so as 
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to provide clarity for all staff. Such guidelines and initiatives have recently 

been developed in relation to engagement with external examiners, 

research outputs, teaching and assessments, and cpd event and conference 

organisation. 

2.5. A positive, supportive culture for research activity 

The School of Law seeks to continue to develop a positive, supportive 

culture around research activity. It is fortunate that all staff in the School 

are already research active. The reputation of the School’s faculty among 

our peers is clearly evidenced in a number of key indicators including 

strategic participation in national and internationally funded research 

projects, appointment of faculty to various government agencies and 

committees, editorial positions with prestigious journals, the hosting of 

and participation in prestigious international conferences, strong 

interaction with professional bodies, robust PhD recruitment, and an 

extensive network of international partners including a significant 

presence of top-flight visiting scholars from overseas. Following 

extensive review and consultation with peer law schools, both nationally 

and internationally, the School has adopted a research metric that adopts 

the Australian ERA rankings as the externally recognised and validated 

journal ranking system to be used, where possible. We are also committed 

to increasing our publication outputs in Scopus listed journals. We have 

also made representations on the appropriate rankings of law publishers 

within the University system. We will continue to create research leave 

opportunities and provide research funding support and events funding 

support to staff members. We will also endeavour to ensure that all staff 

can become involved in PhD supervision work by encouraging joint 

supervision; staff will also be supported in the completion of their own 

PhDs. The School will also continue to support and develop its two 
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primary research centres: the Centre for Crime, Justice and Victim Studies 

and the International Commercial and Economic Law Group. It will also 

support more interdisciplinary research networks that involve law staff 

such as the Centre for Understanding Emotions in Society (CUES), whose 

director is from the School of Law, and the Hate and Hostility Research 

Group (HHRG), which is co-directed by a School of Law faculty member. 

The Research Evidence into Policy Programme (REPPP) project, which 

seeks to significantly improve the evidence base in relation to youth crime 

policy making in Ireland, is also a very important initiative in the School. 

It promotes innovative research and expertise, and permits us to develop 

an excellent working relationship with the Department of Children and 

Youth Affairs. It represents a new type of venture, moving from a 

relationship with government departments based on commissioning 

individual research projects to a longer term strategic relationship, jointly 

tackling complicated policy challenges. 

The School of Law is committed to providing the requisite supports 

insofar as resources permit. Faculty members are supported through 

access to relevant source material, either physically in the library or 

through online databases, a dedicated conference fund allocation, legal 

updates from Stare Decisis, additional special funding for long distance 

travel related to  the research work, a departmental Progression Support 

Programme, research leave for a semester, and sabbatical leave available 

to all faculty. In addition, faculty will receive support for continuing 

professional development programmes that are deemed relevant. Finally, 

research outputs/supervision from faculty are reflected in workload 

allocation on an annual basis. New appointments will also reflect the 

research strategy of the School consistent with teaching needs. 
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The recruitment of Ph.D. and research LLM students linked to the research 

interests of staff, with the use of co-supervisors, is actively encouraged, 

including the availability of scholarships, subject to resources. All Ph.D. 

and LLM students benefit from a small amount of conference funding, a 

planned development programme to enhance their research skills as well 

as for career planning including teaching opportunities. Finally, the 

School of Law makes every effort to raise the profile of the research 

activities of faculty and students through a number of different media, 

ranging from hard copy leaflets and booklets to more modern use of social 

media such as Facebook, Instagram and Twitter. This profiling of research 

activities is designed to maximise the impact of our research on the wider 

community. 

2.6. Innovative teaching 

The School has a very strong commitment to innovative teaching, 

assessment, and integrative learning, with a key emphasis on transferable 

skills that will benefit students in a community of practice. It will continue 

to provide an opportunity for all academic staff to engage in teaching and 

will endeavour to ensure that sufficient preparation time is given to staff 

regarding the teaching allocation. It will also try to ensure  that staff wishes 

in relation to teaching requirements are met (such as tutorial support, and 

back-to-back teaching), that teaching interests align with research 

interests, and that staff are supported in applying for teaching awards. 
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  Figure 2.2. Artist’s impression of the new library 

3. What Should a Student Be Entitled to Expect in the 

School in the Next Five Years? 

 

Figure 3.1. Student expectations for the next five years 
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3.1. Engaged learning 

Our students are entitled to expect a culture of engaged learning in the 

School, where they are at the centre of the learning experience. The School 

will endeavour to support this by encouraging staff to think about the ways 

in which they can engage students in their learning; the employment of 

innovative pedagogies and assessment instruments; the promotion of 

research-led teaching; the continued development of excellent clinical 

placement links; greater use of advanced lawyering projects and moot 

court learning; the development of critical lawyering skills in 

adversarialism, negotiation, arbitration, and textual analysis and synthesis; 

the introduction of new innovative modules and programmes of study; the 

development of best practice around the use of feedback and relations with 

external examiners; the development of relations with the Student Law 

Society; the facilitation of greater student interaction with potential 

employers and careers; and by ensuring that programmes offer excellent 

employability prospects. 

3.2. Being valued 

Students should feel valued in the School of Law. We can best achieve 

and maintain this through the quality of our teaching, research, and 

supervision; our professional contact with students; the appointment of 

dedicated course directors; the use of focus groups and questionnaires to 

monitor student satisfaction; the development of good practices around 

examining, supervision, and feedback; the creation of a network of 

prestigious prizes and excellent clinical placements; support for student 

conferences, internships, mooting and law skills competitions, exchanges, 

and events; the employment of fair procedures on exam marking; and 

through support for the Student Law Society. 
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3.3. Community of Law scholars 

Students should be able to identify themselves as part of a broad 

community of law scholars in the School. They should be able to do this 

as a collective, but also within units: undergraduate, taught postgraduate, 

and research postgraduate. This sense of identity should be fostered within 

these units but also more generally through identification with the physical 

location of the School within the University; with the library and the 

courtrooms; with key transferable skills that can be developed at both 

undergraduate and postgraduate levels; with clinical placements, 

internships, presentation, and prize opportunities; through use of the 

newsfeed and the newsletter; through engagement with stakeholders such 

as potential employers, state bodies, and NGOs; and through support for 

the Student Law Society and funded scholarships. 

3.4. Diverse student body 

The School should seek to promote and support pathways that will allow 

for a diverse student body, including part-time students, persons with 

disabilities, mature students, access students, evening students, distance 

learning students, and international students. Such pathways help to 

enhance the culture of teaching, learning, and research within the School. 

3.5. Fairness & transparency 

Students are also entitled to expect fairness and transparency in relation to 

all decisions that are made about them. This fairness extends to the 

marking and examining process (including the use of external examiners), 

the grade review appeals process, and the application of penalties and 

policies. 
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3.6. Programme learning outcomes 

The ultimate programme learning outcomes that we have created in the 

School should promote reflective and engaged learning; comprehensive, 

research-led knowledge; excellent transferable skills; and enhanced career 

and employability prospects. 

 

Figure 3.2. Artist vision of the new library and courtyard 
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4. What Should the School Be Entitled to Expect in the 

Next Five Years? 

 

Figure 4.1. School expectations 2018–2023 

4.1. Research active 

The School will continue to expect all academic members of staff to be 

research active, publishing high-quality research that enhances the 

reputation of the School. Research activity extends beyond publications 

and includes teaching and knowledge transfer; research supervision; 

submission of funding applications; the organisation of and participation 

in conferences, seminars, and workshops; the development of 

relationships with stakeholders; and policy submissions. 
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4.2. Administrative workload 

All staff members will have an administrative workload that supports the 

optimised efficiency of the School and the sustainable use of resources. 

The administrative workload allocated to staff should be manageable, 

transparent, and support quality, productivity, and work-life balance. It 

should also permit staff to demonstrate excellence in leadership and 

management. 

4.3. Learner-focused approach to teaching & supervision 

The School will continue to place a very strong emphasis on a learner-

focused approach to teaching and supervising, creating an effective 

learning environment that permits our students to acquire new knowledge 

and skills. This learning environment requires a commitment to teaching 

excellence, innovative curriculum design, continuous feedback on 

formative assessments, a strong focus on clinical skills, and the use of a 

variety of assessment instruments that align with module and programme 

learning outcomes. 

4.4. Programmes 

The undergraduate and postgraduate programmes that exist in the School, 

or those to be developed, must be competitive; innovative; generate FTES; 

offer choice; include feedback loops to get student views; have a strong 

emphasis, where possible, on employability and clinical education; and 

improve the knowledge and skills of students. The School will continue to 

actively seek new curriculum development opportunities, allowing us to 

expand the reach of the School. 

4.5. Process integrity 

Our commitment to ensuring the integrity of our processes also helps to 

facilitate and sustain a culture of excellence in the School. These processes 
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include examining, marking, curriculum development, external validation 

and accreditation, supervision, student appeals, co-op visits, and the 

application of penalties and policies. 

4.6. Engagement with stakeholders 

The nature of our engagement with stakeholders will be vital to enhancing 

the reputation of the School; every contact leaves an impression. It is 

crucial that we seek to build our reputation in every contact with students, 

potential students, parents, international links, administrative services, 

government departments, colleagues in other departments and 

universities, external examiners, NGOs, employers, legal practitioners, 

and professional bodies. 

4.7. Workplace values 

The School also expects a strong emphasis on workplace values that act 

as guiding principles for staff relations. These workplace values should 

include a culture of service, equality, collegiality, and teamwork where 

the dignity of each individual member of staff is respected and where there 

is an opportunity for each member of staff to develop in his or her career. 
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Figure 4.2. Artist’s impression of the library and courtyard 
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5. Strategic Goals 

Strategic Goal One 

Maintain and develop good governance structures to ensure the 

effectiveness of performance. 

These governance structures include the appointment and utilisation of 

directors in key areas of activity: research, teaching and learning, 

internationalisation, postgraduate studies, curriculum development, 

recruitment and marketing, and clinical legal education. The function of 

these directors is to ensure best practice in the respective activities and  to 

interact with governance in the Faculty, other departments and units, and 

the University as a whole. It also includes the appointment of course 

directors to all of our programmes and the allocation of staff to a range of 

administrative roles that help to promote the effectiveness of the School’s 

performance. The adoption of this strategy would include the introduction 

of a new advisory committee. 

Strategic Goal Two 

Continue to foster relations with internal and external stakeholders 

that help to enhance the reputation of the School and the University. 

This goal places an emphasis on public service and the importance of 

engagement with a broad range of stakeholders. These relations are 

manifold. Externally, they include secondary school students, guidance 

counsellors, parents, professional law bodies, employers, NGOs, 

government departments (REPPP, for example), law schools in other 

universities, judges, solicitors, barristers, court personnel, the media, 

businesses, and other individuals and groups. Internally, it will include 

undergraduate and postgraduate students, FAHSS, KBS, Science and 
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Engineering, and Education and Health Sciences as well as various central 

university units such as the Research Office, International Office, Student 

Academic Affairs, Marketing and Communications, and the Graduate 

School. 

Strategic Goal Three 

Continue to ensure that our students are provided with student-

centred learning in an environment that is committed to constant 

curriculum development and review. 

The School will endeavour to ensure that the distinct learning needs of our 

students are at the centre of the learning experience. There will continue 

to be a strong emphasis on clinical legal education, where the School is a 

market leader. It will continue to foster innovative classroom methods and 

assessment techniques and will place a strong emphasis on transparency 

with our students — on the syllabus for each module, learning outcomes 

to be achieved, assessment instruments, formative feedback, deadlines and 

extensions, supervision protocols, adviser mentoring, and on reviews and 

appeals. The School will keep our programmes under continuous review, 

and look for new ways to engage in curriculum development and 

innovation. 

Strategic Goal Four 

Provide effective staff supports to ensure that each member can 

develop in his or her career. 

It is crucial that each staff member is given the opportunity and supports 

to develop his or her career. These supports can include the strategic use 

of funding (events fund, centre funding, staff development fund, research 

fund); the sharing of information, mentoring, strategic supports such as 

leave; fairness regarding allocation of duties; clear guidance on 
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publication strategy that reflects disciplinary norms; the individualised use 

of the PDRS system; the availability of the Head of School and other 

senior academic staff to listen to any staff concerns; the proper crediting 

of staff for work undertaken; the promotion of all Law School staff in the 

faculty and the University; and a commitment in the School to developing 

and enhancing the culture of collegiality among staff. 

Strategic Goal Five 

Engage in excellent research that has an impact at local, national, and 

international levels. 

The School will help to achieve this goal through the development of a 

clear research strategy; emphasising disciplinary norms in legal 

scholarship; seeking to apply discipline-specific metrics; increasing the 

number of publications in Scopus and Australian ERA Journals and on the 

prestigious book publisher list; promoting the research work of all staff; 

developing the reach and potential of the REPPP project; encouraging 

applications for funded research; promoting and allocating resources to 

the organisation of conferences, workshops, colloquia; the provision of 

excellent library resources, which are reviewed annually; increasing PhD 

enrolments and completions with increased joint supervision; and by 

emphasising, where possible, the translational impact of the research 

activity of staff. 

 Strategic Goal Six 

Develop the identity of the School both within the University and at 

regional, national, and international levels. 

Developing a strong School identity is a key objective of the strategy. The 

strategy itself should help in the development of identity by emphasising 

how we create value in a consistent and clear manner. Our use of the 
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newsfeed, newsletter, branding, website, social media, policies and guides 

that develop best practice, the organisation of events, and engagement 

with stakeholders will also help to foster a strong sense of identity. The 

creation of distinct law spaces within the University is also crucial in the 

development of the identity of the School. 

Strategic Goal Seven 

Continue to develop the numbers of staff and students in the School, 

ensuring a strong and diverse profile. 

The number of students in the School has increased significantly in recent 

years. Staff numbers have also increased, and the profile of promoted staff 

is also changing. This enlargement in scope will undoubtedly help to 

enhance the activities and profile of the School, bringing with it greater 

efficiencies from economies of scale, increased Full-time equivalent 

(FTE) and research activity, increased reach, and increased reputational 

benefits. It is important, however, that as the School grows, that every 

effort is made to sustain its excellent culture of collegiality both among 

staff and with students. Senior staff in the School have an important role 

to play in that regard, providing guidance, advice, and peer mentoring 

support. The organisational structures that have been put in place should 

also be able to deal with the challenges that growth inevitably brings with 

it. It is also important that numbers develop in a sustainable way, one 

which remains vigilant towards quality, resources, and reputation. 
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6. Measuring Whether the School is on Track 

Putting performance measurement systems in place is an important way 

of keeping track of the progress of the School in achieving its strategic 

plan. 

6.1. Good governance structures 

The effectiveness of these structures can be measured, in part, by the 

contributions of the various directorships to the effective running of the 

School. The various directors provide feedback on activities at the four 

departmental meetings that are scheduled each academic year. Additional 

measures of performance include student/staff feedback, external 

examiner feedback, reviews of the School (the last one was held in 2011), 

and feedback from faculty and central University departments. 

6.2. Relations with internal & external stakeholders 

This strategic goal can, among other things, be measured by the use of 

excellent co-op placements and internships; engagement activities such as 

advanced lawyering projects; the organisation of 

conferences/workshops/CPD events in UL; funding successes (large or 

small); staff appointments, consultancy, and invitations to engage; the 

continued development of international links; and the maintenance of 

prestigious student prizes and sponsorships. It will also be measured by 

the variety of our engagements with other law schools, the professional 

bodies, solicitors, barristers, the judiciary, government departments, 

media, secondary schools, guidance counsellors, parents, employers, and 
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NGOs. Our performance internally can be measured and acted upon from 

any formal/informal feedback that is received. 

6.3. Student-centred learning, curriculum development & review. 

This goal can be continuously measured by feedback (focus groups, 

module feedback, exit surveys), retention rates, external examiner reports, 

the diversity of student numbers, innovative teaching/ projects, staff 

nominations for teaching prizes, staff completion of teaching and learning 

courses, and funding for teaching initiatives. Feedback can also be 

provided informally by regular meetings with the Student Law Society. 

Policy initiatives (which are regularly reviewed) that relate to the 

administration of exams, exam boards, assessments, extensions, external 

examiner best practices, and teaching and learning initiatives are also good 

guides to our commitment to student-centred learning. The 

implementation of external examiner and course board recommendations 

is also an important indicator of this commitment. 

Demand for our programmes – as reflected in CAO points, CAO 

applications, undergraduate numbers, postgraduate numbers, programme 

reviews, FTEs – will also be a reflection of the School’s success in this 

area. 

6.4. Effective staff supports 

The effectiveness of staff supports can be monitored by feedback in PDRS 

and Departmental meetings; one-to-one meetings annually with the Head 

of School; monitoring the use and allocation of any funding or leave that 

is made available; the proper use of the workload allocation model; 

support for staff training, including PhD completion; the alignment of 

teaching with staff research interests; monitoring the use of resources such 

as computers and library materials to ensure that they are sufficiently up-
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to-date for staff; the introduction of a more formal mentoring system; and 

examining the extent to which publications reflect the strategy adopted. 

6.5. Excellent research 

Excellence in research can be measured in a variety of ways including the 

number of publications in Scopus and Australian ERA Journals and on the 

prestigious book publisher list; applications for and the award of funded 

research; the completion of reports; submissions that relate to law reform; 

staff delivery of conference papers and invited papers; the organisation of 

conferences, workshops, colloquia, and CPD events in the School; PhD 

enrolments and completions; the development of international links; and 

through our rankings in various international rankings metrics such as QS 

and Times Higher Education. Appointments to relevant bodies and 

engagement with the media and stakeholders are also indicators of 

national and international expertise in the relevant area. 

6.6. The identity of the School 

Measuring the strength of the School’s identity is difficult. However, 

website traffic, student applications for our programmes, the extent of our 

reach (for example, with guidance counsellors, practitioners, stakeholders, 

and international links), awards, and the physical footprint can act as 

important benchmarks. Proper communication flows are crucial in 

facilitating this sense of identity. The effective dissemination of 

information via departmental, committee, and faculty meetings, email 

announcements, the website, the use of the television screen, newsfeed, 

the School of Law Newsletter, and the AHSS Newsletter should help to 

ensure that the identity of the School is maintained and enhanced. 
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6.7. The numbers of staff and students in the School 

Staff and student numbers (at undergraduate and postgraduate levels) can 

be measured numerically but more importantly it is the contextual 

interpretation of this numerical data that is essential to obtain a robust 

measurement of whether the School is achieving its objectives. Thus, 

staff/student ratios, WFTE/salary ratios, workload allocation ratio, faculty 

senior/junior ratios etc. will form the core metric under this heading. 
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7. Appendices 

Appendix 1: Staff Profile 
Academic Year 2018 School of Law 

Number of staff members (lecturers, teaching assistants, 

researchers, administrators) 
28.5 

Professors 3  

Senior lecturers 3 

Lecturers above the Bar 8 

Lecturers below the Bar 5 

% holding a doctoral degree 76% 

Ratio FTE/ core faculty 30.95:1 

Administrators 2.5 

Total number of TAs and RAs (on short-term contracts) 7 

Total number of adjunct faculty 11 
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Appendix 2: SWOT Analysis 

24/02/2016 
Strengths Weakness 

• Very strong senior lecturing staff 

profiles 

• Excellent young staff 

• Good administrators 

• Dynamic & positive environment 

• Excellent & competitive 

programmes 

• Friendly, helpful staff 

• Low teaching hours 

• Really good leave arrangements 

• Students get excellent transferable 

skills 

• Excellent prizes, placements, 

internships, & international links 

• Excellent engagement with 

stakeholders 

• Strong demand for courses 

• Development of links with 

profession 

• Financial resources 

• Lack of a clear home 

• Standing in the Faculty (AHSS) 

• Lack of promotions 

• Institutional policies that are very 

orientated to disciplines in Science 

• Some poor work practices, absences 

out of teaching term, for example 

• University approach to website, 

recruitment, and marketing 

• University approach to exam boards 

• Work allocation is not always fairly 

distributed 
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Opportunities Threats 

• Allowing star quality staff to excel 

• PhD student development 

• New library 

• Engagement with stakeholders 

• Clinical education 

• Curriculum development 

• Research activity 

• Development of identity of School 

& brand 

• International education 

• Promotional opportunities 

• Events – conferences, workshops, 

CPD 

• Links with profession 

• Marketing & schools’ initiatives 

• Developing the culture in the School 

– practices, relationships with each 

other, students, and externally 

• Moderation – money & students 

• Lack of identity 

• Too many new things, too quickly 

• Student demand 

• Research outputs/perception of 

research 

• Increasing science orientation of the 

University 

• Competition among law schools 

• Legal Services Bill 

• University reputation & rankings 

• CAO points 

• PhD completions 

• Staff retention 
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Appendix 3: Estate 

Library Appeal Court Room and Law Library 

Cam3

Cam1

Cam2

Screen 1 Screen 2

Figure A3.1. Library appeal courtroom design 

 

Figure A3.2. Law Library design 
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Figure A3.3. School of Law refurbishment plan 
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Appendix 4: Structure of the School 

 

 

Figure A4. Law School organisation structure 
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Appendix 5: Administrative Tasks & Allocation 
Role Staff 

Head of School Prof Shane Kilcommins 

Management Committee 

Directors: 

Prof Ray Friel (Research) 

Eddie Keane (TL & MS) 

Dr Kathryn O’Sullivan (Intl) 

Laura Donnellan 

(Recruitment) 

Dr Eimear Spain (Curriculum) 

Dr Lydia Bracken (Clinical)  

Dr Sean Redmond (REPPP) 

Departmental Directorships 

Director of Research (ex officio AHSS Research 

Committee) 

Prof Ray Friel 

 

Director International Education Committee Dr Kathryn O’Sullivan 

Director, Recruitment and Marketing Laura Donnellan 

Director of Teaching and Learning Eddie Keane 

Director of Postgraduate Studies 

(ex officio AHSS PG Course Board) 

Dr Una Woods/Dr Alan 

Cusack 

Director of Clinical Legal Education Dr Lydia Bracken 

Director of Curriculum Development Dr Eimear Spain 

Course Directors – Undergraduate Programmes 

Law Plus 

Dr John Lombard (1st & 2nd 

years) 

Dr Laura Cahillane (3rd & 4th 

years) 

Law & European Studies Dr John Lombard 

Law & Accounting Jennifer Schweppe 

Criminal Justice Dr Susan Leahy 

Graduate Entry Laura Donnellan 
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Evening Degree 
Dr Una Woods/Laura 

Donnellan 

Policing & Criminal Justice Dr Lydia Bracken 

MA in Serious Crime Investigation Dr Alan Cusack 

Course Directors – Postgraduate Programmes 

LLM General Dr Kathryn O’Sullivan 

LLM ICL Sinead Eaton 

LLM HR in CJ Dr Ger Coffey 

Research Centres 

Director of ICEL Prof Raymond Friel 

Co-Directors of Centre for Crime, Justice, & 

Victim Studies 

Dr Andrea Ryan/Dr Susan 

Leahy 

Director of CUES Dr Eimear Spain 

Director of HHRG Jennifer Schweppe 

  

Departmental Rep on Ethics Committee 
Dr Ger Coffey 

Dr John Lombard (alt) 

Library Liaison & Purchasing 

Dr John Lombard  

Suzanne Nicholas 

Carol Huguet/Josephine 

Conway 

Mooting Director 
Dr Lydia Bracken 

Dr Catriona Moloney 

Law Prizes Coordinator Sinead Eaton 

Student Law Society Faculty Liaison Dr Susan Leahy 

Chair, Student Status Committee 

Laura Donnellan 

(ex officio Student Status 

Chairs) 

Newsletter Dr Laura Cahillane 

Revenue Commissioners 
Director Prof Ray Friel 

Coordinator Sinead Eaton 

Garda Training Programme Dr Eimear Spain 

Community Access Liaison Laura Donnellan 
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Law School/Law Society Liaison Dr Una Woods 

Alumni Liaison Sinead Eaton 

Law for a Day Dr Norah Burns/Carol Huguet 

Faculty Roles 

Course Board, European Studies Dr John Lombard 

Course Board, MSc HRM Eddie Keane 

Course Board, Public Administration Laura Donnellan 

Course Board, BA Joint Honours Dr Ger Coffey 

Senior Student Academic Advisor Eoin Quill 

E-Learning Committee Rep Eddie Keane 

Co-op Liaison Carol Huguet 

Erasmus Academic Coordinator Dr Andrea Ryan 

Access Appeals Committee AHSS Rep 

 
Laura Donnellan 

Faculty Teaching Board Rep Eddie Keane 

AHSS Internationalisation Committee Dr Kathryn O’Sullivan 

AHSS Faculty Representative to KBS Eddie Keane 

University Roles 

ULAEC (UL Animal Ethics Committee) Laura Donnellan 

AHSS Rep on Disability Committee Jennifer Schweppe 

Admissions Appeals Board Dr Una Woods 

Brexit University Advisor Professor Ray Friel 

Medical Scholarships Board 
Laura Donnellan 

 

External Roles On Behalf Of The School/Faculty/University 

SLS Institutional Representative Eoin Quill 

IALT Representative Dr John Lombard 
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