


 

 2 
 

 

Contents 
1. Letter of endorsement from the head of department ............................................. 6 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words .......................... 6 
 ........................................................................................................................................ 7 

2. Description of the department ................................................................................. 9 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words .......................... 9 

3. The self-assessment process ................................................................................... 14 
Recommended word count: Bronze: 1000 words  |  Silver: 1000 words ..................... 14 

4. A picture of the department ................................................................................... 21 
Recommended word count: Bronze: 2000 words |  Silver: 2000 words ..................... 21 

4.1 Student data ........................................................................................................ 21 
4.2 Academic and research staff data ....................................................................... 32 
5 Supporting and advancing women’s careers .......................................................... 39 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words ..................... 39 
5.1 Key career transition points: academic staff ...................................................... 39 
5.3 Career development: academic staff .................................................................. 45 
5.5 Flexible working and managing career breaks .......................................................... 49 
5.6 Organisation and culture ..................................................................................... 53 
6 Further information ................................................................................................ 64 

Recommended word count: Bronze: 500 words  |  Silver: 500 words ......................... 64 
7 Action plan .............................................................................................................. 65 

 
 
 
 
 
 
 

  



 

 3 
 

Athena SWAN Bronze Department Awards  
Recognise that in addition to institution-wide policies, the department is working to promote 
gender equality and to identify and address challenges particular to the department and 
discipline.  

 

Athena SWAN Silver Department Awards  
In addition to the future planning required for Bronze department recognition, 
Silver department awards recognise that the department has taken action in response to 
previously identified challenges and can demonstrate the impact of the actions implemented. 

Note: Not all institutions use the term ‘department’. There are many equivalent academic 
groupings with different names, sizes and compositions. The definition of a ‘department’ can 
be found in the Athena SWAN awards handbook.  

 

Completing the form 
DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT READING THE 
ATHENA SWAN AWARDS HANDBOOK. 

This form should be used for applications for Bronze and Silver department awards. 

You should complete each section of the application applicable to the award level you are 
applying for. 

Additional areas for Silver applications are highlighted throughout the form. 

If you need to insert a landscape page in your application, please copy and paste the template 
page at the end of the document, as per the instructions on that page. Please do not insert 
any section breaks as to do so will disrupt the page numbers.  

Word Count 
The overall word limit for applications are shown in the following table.  

There are no specific word limits for the individual sections and you may distribute words 
over each of the sections as appropriate. At the end of every section, please state how many 
words you have used in that section. 

We have provided the following recommendations as a guide. 
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GLOSSARY 

AP Action Plan 
ASER Annual Student Experience Review (annual monitoring process)  
AHRC Arts and Humanities Research Council 
BA Bachelor of Arts 
BSc Bachelor of Sciences 
BME Black and Ethnic Minority 
CIFA Chartered Institute of Field Archaeologists 
DM Department Manager  
EA Executive Assistant to the Director 
ECR Early Career Researcher 
EDI Equality, Diversity and Inclusion 
FT Full-time 
HEA Higher Education Academy 
HEFCE Higher Education Funding Council for England 
HoD Head of Department 
HR Human Resources 
IoA UCL Institute of Archaeology 
LAHP London Arts and Humanities Partnership 
MA Master of Arts 
MSc Master of Sciences 
PGR Postgraduate Research (Student) 
PGT Postgraduate Taught (Student) 
PhD Doctor of Philosophy 
PSS Professional Service Staff 
PT Part-time 
NSS National Student Survey 
REF Research Excellence Framework 
SAT (Archaeology) Self-Assessment Team 
SMT (Archaeology) Senior Management Team 
SHS Social and Historical Sciences (UCL Faculty) 
SSSC Staff Student Consultative Committee  
UCL University College London 
UG Undergraduate (Student) 

  



 

 6 
 

 

1. Letter of endorsement from the head of 
department 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 
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27 May 2021 

Athena SWAN Charter Advance HE 
First Floor,  
Westminster  
Tower 3  
Albert Embankment  
LONDON SE1 7SP  
 

Application for Athena SWAN Bronze Award from the UCL Institute of Archaeology 

I strongly endorse the UCL Institute of Archaeology’s (IoA) application for the Bronze Award 
scheme. This has my whole-hearted commitment. As a scholar of gender archaeology, and the first 
female Director of the IoA, I have long supported efforts to ensure gender equity in the discipline 
and the Department. In 2000, I co-established the IoA Women’s Forum to look strategically at the 
role of women and their progression. I have taken active steps to ensure that our staff recruitment 
strategies are transparent and equitable. I regularly attend Athena SWAN Self-Assessment Team 
(SAT) meetings and our Senior Management Team (SMT) has fully endorsed our 5-year action plan, 
believing gender equality to be fundamental to the health of the IoA and our discipline. I can 
confirm that the information presented in the application (including qualitative and quantitative 
data) is an honest, accurate and true representation. 
 
Our SAT analysis shows that we have a markedly divergent gender balance pathway that is biased 
towards females at undergraduate (75%), postgraduate taught (79%) and postgraduate research 
(68%). However, females are under-represented within our Academic Staff (35%). This pipeline 
mirrors UK Archaeology departments, but our profile is more exaggerated.  
 
The Athena SWAN process has identified several urgent areas for improvement by 2026, which are 
recognised in our Action Plan: 
• Increase proportion of male students at UG, PGT and PGR by 5%.   
• Increase proportion of female Academic Staff to 40%.  
• Improve career development support for Grade 7/8 Research and Teaching Staff and 

integrate them more fully into departmental culture 
• Increase number of female staff at Grade 10 Professor (4 by 2026) via targeted coaching 
• Foster a culture amongst senior staff of participating fully in EDI activities  
• Review our Workload system and address any disparity of workloads 
• Explore how to better recognise and reward the expertise of our Professional Service (PS) 

staff  
• Ensure Covid-19 does not have long-term repercussions on the career progression of 

women and those with caring responsibilities. 
 

The Action Plan will be progressed by our new Equality, Diversity and Inclusion (EDI) Committee, 
which reports directly to SMT and will hold termly ‘Town Hall’ meetings to ensure our community 



 

 8 
 

is engaged. The EDI Chairs and staff supporting data analysis will be released from other activities 
to enable them to fulfil these tasks. I have also created a budget to pay students to undertake data 
analysis/organise intersectional focus-groups.  
 
Since we committed to adopting the ten principles of the Charter, we have used survey and focus-
group data to introduce new practices to address inequity, e.g. implementing an IoA Code of Conduct 
to prevent harassment and bullying, introducing gender-neutral toilets, mentoring of Research Staff 
and pro-actively appointing female staff to management roles. 

I am proud of what our SAT Team has achieved, despite the challenges of Covid-19. I fully recognise 
there is more work required to accelerate our positive trajectory towards gender equity and that this 
will involve enhanced, comprehensive gender-based data collection. 

 
Professor Sue Hamilton 
Director, UCL Institute of Archaeology 
[495 words] 
  



 

 9 
 

 

2. Description of the department 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

Please provide a brief description of the department including any relevant 
contextual information. Present data on the total number of academic staff, professional 
and support staff and students by gender. 

Figure 1: The UCL Institute of Archaeology in Gordon Square  

The UCL Institute of Archaeology (IoA) is a world-leading institution in the fields of archaeology, 
heritage, conservation and museum studies. In 2020, it was ranked 3rd worldwide in the QS World 
University Subject Rankings, 2nd nationally in the Guardian League Table and received 100% overall 
satisfaction rating in the 2020 National Student Survey (NSS).  

Founded in 1937 as a centre for archaeological training, the IoA moved to its current purpose-
built 7-floor premises in Gordon Square in 1958 (Figure 1). We are a very close-knit community of 
staff and students: our location is in a single building with well-equipped archaeological 
laboratories, library, museum gallery, archaeological collections, teaching rooms and common-
rooms. The IoA joined UCL in 1986 and is one of nine departments in UCL’s Faculty of Social 
and Historical Sciences (SHS) (Figure 2). We are located in the Bloomsbury Knowledge Quarter of 
UCL’s Campus (Figure 3).  
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(iii) plans for the future of the self-assessment team. 

Moving forward, we wish to take an intersectional approach as students and staff may have 
multiple traits that impact on their progression (Action 1.5). Therefore, we will not be called the 
SAT, but have extended our remit as a new departmental EDI (Equality, Diversity and Inclusion) 
Committee established in January 2021 identifying and addressing key student and staff EDI issues 
including but not restricted to gender, race, ethnicity, disability and sexual identity. After 
submission, this Committee will take forward the IoA’s Athena SWAN Action Plan as a key element 
in its strategy to diversify the student and staff body, improve representation of minority groups 
and to ensure an inclusive department (Action 1.2). It will meet termly (3 x year); its remit will 
include monitoring the SAT Action Plan on an annual basis, organising termly ‘town halls’ (3 x year) 
and conducting a bi-annual Staff and Student Survey (autumn 2021, 2023, 2025) and data analysis 
(Action 1.7). We will update progress on the EDI webpage on the Departmental website 
established in summer 2020 (Action 1.10). 
 
The EDI Committee is a joint staff-student Committee co-chaired by the incoming SAT Leads (male 
professor and female PS) with representatives from the student body, staff and SMT (Figure 7). It 
includes a representative from Archaeology South-East to collate data which will be integrated into 
the next application (Action 1.6). The Committee reports to SMT and is a standing item on the 
termly agendas of Staff Meeting, Research and Teaching Committees, and Staff-Student 
Consultative Committee (Figure 8).  
 
While the staff members of the Committee are primarily female (63%F), this already represents an 
improvement from the SAT (78%F); we aim for 50:50 F:M by 2026 and representation of different 
protected characteristics (Action 1.3). The SAT Leads will be given realistic workload scores to 
ensure that they are able to fulfil these tasks and data analysis and focus groups will be supported 
by the IoA Quality Enhancement Officer and paid student assistants (Action 1.1) 
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4.2  Academic and research staff data 

(i) Academic Staff by grade, contract function and gender: research-only, teaching and 
research or teaching-only. 

Look at the career pipeline and comment on and explain any differences between men and 
women. Identify any gender issues in the pipeline at particular grades/job type/academic 
contract type. 

Summary of data  
- leaky pipeline from (G7/G8) Research posts to open-ended permanent Academic posts and senior 
positions 
- Research (45% female) and Teaching (55%F) Staff typically at lower grades (G7/G8) less stable 
contracts  
- minority of females (35%) Academic Staff, especially at higher grades (12% female G10) which is 
below UCL benchmark (29%F G10) 

UCL Grade SWAN 
category 

UCL Academic, Research and Teaching (ART) roles  

G10 6 Professor / Professorial Research Fellow/ Professor Teaching  

G9 4/5 Senior Lecturer/ Reader (2013-2017) / Associate Professor (from 
2018)/ Principal Research Fellow / Associate Professor (Teaching)  

G8 3 Lecturer B/ Senior Research Fellow / Lecturer (Teaching)  

G7 2 Lecturer A (prior to 2019)/ Research Fellow/ Associate Lecturer 
(Teaching) 

G6 1 Research Assistant 

Table 9: Equivalence of UCL grades, SWAN category and UCL job titles for ART staff.  

In 2017, UCL introduced a new Academic Career Framework; G9 Senior Lecturer and Reader title 
were renamed as G9 Associate Professor (Table 9). Staff were allowed to retain their original title 
if they chose.  

The Career Framework comprises 3 principal tracks (ART): Academic (research and teaching 
positions), Research only, and Teaching only (Figure 21). Individuals lie within one of these tracks 
depending on their core activities. We present staff data using UCL grades and by headcount.   

 

 

 

























































 

 60 
 

vii. Describe how the institution builds gender equality into organisation of events. 
Comment on the gender balance of speakers and chairpersons in seminars, workshops and 
other relevant activities. Comment on publicity materials, including the department’s 
website and images used. 

We actively promote and showcase role models of both genders in our events (Figure 26) (Action 
1.9) The annual Gordon Childe Lecture is delivered by a distinguished international academic 
(alternatively female/male); it is followed by a panel discussion by IoA staff which aims to be 50% 
female. In 2019-20, our IoA Research Seminar was equally split in Term 1 (6F, 6M), while the Term 
2 seminar ‘Global Challenges, Archaeology and Heritage’ was more female-heavy reflecting the 
composition of heritage academics (8F; 4M).  

 

Figure 26: Composite poster of the 
'Women of the IoA' created for 
International Women's Day in 2019 and 
featuring staff and research students 
(Author: female PS) 
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6 Further information 
Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application



 

 

 

7 Action plan 

Our 5-year Action Plan centres on four themes:  

 
1. Embedding EDI at the heart of the IoA 
2. Ensuring a high-performing, gender-balanced student pipeline  
3. Supporting staff at key career transition points and ensuring gender parity in career progression 
4. Fostering an IoA departmental working culture which allows all staff and students to achieve their potential 

Due to the ongoing significant impact of Covid-19 on staff and student workload and continuing challenges for scheduling in-person 
activities which will continue into Year 1 (2021/2022), our 5-year Action Plan defers some high-priority actions to Year 2 (2022/2023). 

Priority ratings =  1 (high/for immediate action), 2 (medium term actions), 3 (low priority actions can be later in plan) 
  














































