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Summary 

What is being done to resolve issues of bullying, harassment or sexual misconduct at UCL 
Institute of Ophthalmology (IoO)? This report aims to increase transparency in these issues to 
increase people’s confidence to report. Management’s duty of care includes not only the 
safety and support of complainants, but importantly includes impartiality and privacy for both 
parties if someone raises a concern. Thus, much of what management is doing is 
confidential, and it might well appear that ‘Nothing is being done’ (to resolve issues of 
bullying, harassment or sexual misconduct). This rumour undermines any positive outlook 
about progress on these problems.  

This report is planned as the first in an annual series that addresses the information vacuum. 
We set out what has been going on in relation to bullying and harassment, in particular adding 
two new sets of information: the number of people coming forward within the institute to 
discuss these issues; an indication of how significant this issue is for senior management. 
This information is put in the context of recent analysis and actions in this area. Our main aim 
is to support people experiencing these issues, whether as a direct recipient, as a witness or 
as someone cited in a complaint. They are not alone – there are many ways in which they can 
access support. A second aim is to give staN and students more information to demystify this 
subject and make their expectations more realistic.  

 

Tim Levine  IoO Deputy Director Equality Diversity and Inclusion 

Andrew Dick  Director, IoO 

October 2025 
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Background 

The UCL Institute of Ophthalmology (IoO) is generally a pleasant and constructive place to 
work and study. However, like most departments in UCL and academia in general[1,2], we have 
our share of problematic behaviour: some staN and students experience other members of 
the department as behaving negatively to them. Sometimes these behaviours meet the 
criteria for bullying or harassment. Sexual misconduct is also reported, albeit more rarely (1-
2% in recent faculty staN surveys).  

This entire area of (poor) culture and (mis)-behaviour at UCL first came to light after the 
university-wide staN survey included questions about the issue (2015). Across the university, 
this was followed by the Full Stop campaign (2019). At the Institute staN and students have 
since helped develop local approaches to understand and address the problem. 

 

Extent of the Problem 

Approaches to find out the extent of the problem of bad culture vary from department-wide 
surveys to in-depth investigations.  

Department-wide surveys  
Since 2015, 10-15% of people surveyed report being the subject of bullying and harassment; 
the rate among females on average almost double that reported by males (Table 1). 
Approximately 20% report witnessing the same kind of behaviours, this being marginally more 
frequent for females. Where comparisons with wider bodies (whole faculty/whole UCL) are 
available, there is no consistent pattern placing IoO rates higher or lower.  
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Table 1: Surveys of bullying and harassment across IoO 

Survey Year Main Observations Other points 

UCL 2015 Bullyinga:  direct recipient 11%  
                     witness 29%  

Females 16%; Males 7% 
Females 33%; Males 25% 

UCL 2017 Bullyinga:  direct recipient 20%  
                     witness 31% 

Females 22%; Males 18% 
Females = Males: 31% 

IoO 2017 Bullyingb:  direct recipient 12%  
                     witness 20% 

Females 12%; Males 11% 
Females 19%; Males 21% 

IoO 2019 Bullyinga:  direct recipient 9%  
                     witness 21% 

Females 11%; Males 7% 
Females 21%; Males 21% 

IoO 2022 Bullyingc:  direct recipient 9%  
                     witness 15% 

Females 13%; Males 1% 
Females 21%; Males 6% 

FBS 2023 Bullyingd:  direct recipient 7%  
                     witness 15% 

Females 12%; Males 7% 
Females 18%; Males 9% 

IoO 2024 Bullyingc:  direct recipient 16%  
                     witness 21% 

Females 20%; Males 9% 
Females 25%; Males 14% 

FBS 2025 Bullyingd:  direct recipient 10%  
                     witness 25% 

Females 8%; Males 5% 
Females 23%; Males 20% 

Notes: a all apply to previous 2 years except b over previous 3 years; c questions include sexual misconduct;             
d separate questions about sexual misconduct. Only IoO surveys include students.   

 

UCL Report+Support 
UCL’s FullStop campaign led to the introduction of the Report+Support web tool (2019), which 
supports those reporting being the recipient of (or witness to) behaviour that might be 
bullying, harassment or sexual misconduct. In addition, the web tool is a portal for support for 
people cited in complaints. Finally, it records anonymous reports, though these have to date 
be acted on indirectly only.  

The tool has been promoted at IoO via posters and presentations at staN meetings and 
student/staN inductions. Across UCL as a whole, annual reported incidents have increased 
three-fold (n=330 in 2019/20; n=946 in 2023/24). Engagements with this tool from IoO have 
totalled seven over these five years (1 or 2 cases annually). By comparing numbers of IoO staN 
and PGR students with UCL as a whole[3,4], the number of engagements would be expected to 
be ~4x greater (n=28), which indicates that there is considerable under-engagement 
compared to UCL as a whole.  

External Investigations 
A. Inclusive Employers:  

In December 2018, following a series of cases, the Director of the Institute commissioned an 
external report “Understanding the prevalence & impact of bullying & harassment at IoO” 
produced by the consultancy Inclusive Employers Ltd. This inquiry was based on 
confidential meetings with staN both in groups and one-to-one, as well as oNering an online 
platform. The report recommendations across ten diNerent areas of policy from Reporting 
Mechanisms to Institute Structure. These formed the basis for further, with eight priority 
actions being initiated in 2019 (Table 2). 



 

 
4 

Table 2: Priority issues and actions (2019) 

 Theme Issue raised Action 

1 

Report + 
Support  

Central reporting mechanisms 
(including anonymously) to 
identify patterns for direct 
intervention and indirect 
strategies 

Publicise “Report + Support” 
and Dignity Advisor network. 

2 
Line managers to facilitate 
others to record all incidents on 
“Report + Support”. 

3 

Training 

Sexual harassment and other 
serious incidents 

“Where do you draw the line” 
training for all staff 

4 “Taking the Lead” training for all 
line managers 

5 Improve management 
HR training to Line Managers 
delivered by HR Business 
Partners 

6 

Culture 
change 

Work-life balance: pushing back 
against requirements to be 
available 24/7 

Email etiquette to reduce out-of-
hours intrusions 

7 Encourage all annual leave to 
be taken  

8 
 

Aggressive management styles, 
culture of unrealistic demands, 
micromanagement, harassing 
comments and the use of 
exclusionary tactics. 

Charter for Principle 
Investigators and other line 
managers to follow an inclusive 
code of conduct that promotes 
better management 

 

B. iLeadUp: 
 In 2024/25, the iLeadUp team funded by the Faculty of Brain Sciences Centre for Equality 
Research in Brain Sciences carried out research to understand the lived experience of PhD 
students at UCL, specifically aimed at finding out reasons why some students leave before 
they complete their study programme. The research, led by members of IoO and involving at 
least some participants from the Institute, will report in detail later in 2025. In brief, the study 
found a disconnect between the stated values of the institution and the lived experience of 
ECRs, with recurring themes of insuNicient academic and emotional support, inadequate 
accommodation for students with disabilities, and widespread isolation. The interim report 
of June 2025 recommends: strengthening supervision systems; reforming reporting; 
improving structural and cultural integration across UCL; embedding mental health support 
and culturally competent wellbeing services. Next, the project will enter a new phase of 
developing detailed recommendations in consultation with stakeholders across the faculty. 

Reports by victims or witnesses 
Since 2018 it has been the stated aim of the IoO’s Equality Challenge team to monitor local 
progress by collating anonymous data on the numbers of cases of bullying harassment and 
sexual misconduct at IoO, and reporting on this regularly to track the success of actions in 
this area. Initial progress on this was a retrospective exercise to ask staN in key positions (i.e. 
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those most likely to be approached) for the numbers of people they had met in 2016 and 
2017. After that the initiative was lost and the process was not repeated. In 2022, we initiated 
a prospective process in which people in key positions, now a wider group than in 2018, 
anonymously record meetings when bullying, harassment or sexual misconduct is discussed. 
This group has met, supported by the Equality Challenge Team, to design a recording sheet. 
Since then, data has been collated for two periods of 12+ months. Table 3 shows the numbers 
of recorded meetings.  

 

Table 3: Local reports of bullying, harassment and sexual misconduct at IoO 

period covered 2016 & 20171 May 2022 –
Sept 20232 

Oct 2023 –
Nov 20243 

total 4 23 29 18 

gender of complainant 5 70% female 85% female 65% female 

gender of person cited    
in complaints n.k. 6 50% female 50% female 

Notes: 1 meetings across 24 months with any of HR, Dignity at Work Advisor, IoO Equality Liaison OUicer and the 
Director. 2 meetings across 17 months with any of HR, IoO-FullStop team members, Departmental Graduate 
Tutors, Institute Manager and the Director. 3 as 2 over 14 months. 4 the total number of people meeting the 
diUerent sources; note that it is unknown whether one complainant is counted more than once by making 
multiple reports. 5 genders (where available) are % female rounded to nearest 5%. 6 not known.  

 

On average one meeting at IoO was recorded each month about the problems of bullying, 
harassment or sexual misconduct (closer to two per month in 2022/3, but since falling back). 
These numbers are similar to those in our surveys who report being directly aNected by the 
same issues. Because this table does not include meetings taking place outside the narrow 
group of people who have been using the recording sheet, it is possible that the full picture is 
bigger.  

  

Actions Taken 

Departmental Equality Challenge team 

The team formed a Bullying & Harassment subgroup, chaired by Prof Maryse Bailly, which met 
regularly from 2016 to 2018. Its main action was to organise training for all members of the 
department to initiate conversation around the whole topic, to inform people how they can 
prevent these issues arising and to guide them in the first steps of addressing issues when 
they unfortunately do arise. Ten ‘Where do you draw the line’ (WDYDTL) workshops were run 
across 2017, with attendance by 244 Institute staN and PGR students. This high level of 
attendance of the workshop (87%) made IoO unique in UCL. Feedback in surveys and 
elsewhere has since been positive (for example: 76% approval in 2019 survey). The team has 
continued to organise WDYDTL for new starters. 
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Addressing Bullying and Harassment has become one of the major concerns of the team’s 
actions plans in successive Athena Swan awards. Priorities include:  

Increasing readiness to report.  
Among those who reported being the victim of bullying or harassment, the rate of positive 
replies to ‘Did you report the bullying/harassment you were subjected to?’ rose from ~25% in 
2015/17  to 83% in 2025. This is double the rate for the rest of the Faculty of Brain Sciences 
(42%). One component to improving confidence in reporting is increasing transparency, which 
is addressed in part by this very report. 

Set up dignity at work champions.   

This has successfully converted into the IoO-FullStop group.  

Create options for training following on from WDYDTL.   
In 2025, the training on oNer widened beyond WDYDTL (which is online only) to add the 
following face-to-face courses:  
• all staN and research students: Active Bystander; Emotional Intelligence (‘EQ’) workshop 
• junior staN and all students: Culture in the Research Community  
• senior staN: Taking the Lead ( a new course, not the same as in 2018, above) 

 

IoO-FullStop 
The IoO-FullStop group was set up in 2019 to continue and expand the functions of the 
Bullying & Harassment subgroup from outside the Equality Challenge team; it reports 
independently to the IoO Executive Committee. Initially the group had 5 members; in 2025 it 
has ten members across most staN/student groups2. Actions have included: 

• IoO Culture Charter (see Appendix), which has been signed by most principal investigators  
• encouraging students and staN to report by describing the diNerent pathways including 

Report + Support at All StaN meetings and in intermittent poster campaigns 
• promoting positive behaviours: taking annual leave, Emotional Intelligence (EQ) workshops 

(annual since 2023), talks at staN meetings/inductions 
• creating content to support staN/students facing bullying and harassment. Information on 

how to report (such as a webpage - see footnote 3) will be kept up to date. 

 

Director of IoO / Institute Manager / IoO HR 
As new development, this report includes an indication of the extent of the work generated for 
senior management in addressing the issues of bullying, harassment and sexual misconduct 
at IoO, with the caveat that the precise number and nature of cases cannot be disclosed for 
reasons of confidentiality. 

What can be said is that the average number of cases that are being addressed at any one 
time by senior management is between one and five. Addressing allegations of bullying, 
harassment and sexual misconduct in the department is such a large and ongoing concern for 

 
2 More details about the IoO-FullStop group, including its membership and annual reports, are available from 
ioo-fullstop@ucl.ac.uk. 
3 https://www.ucl.ac.uk/brain-sciences/sites/brain_sciences/files/bullying_and_harassment_poster_v6.pdf 
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the Director that it occupies approximately 5-10% of the entire working week. The same also 
applies to both the Institute Manager and HR. 

Personal contributions by the Director include:  

• open-door policy, so anyone can come and discuss pastoral issues 
• commitment to a write a reference for any member of the Institute if the relationship with 

their primary supervisor breaks down over these issues  

 

HR and the Institute Manager also contribute a large amount. Safiyyah Patel, IoO HR manager, 
is one of the network of 25 UCL Dignity Advisors, trained to provide an informal, confidential 
information service to staN and students on issues relating to bullying, harassment, and 
sexual misconduct 

 

Future directions 

Some progress has been made, but it is doubtful that the culture has permanently shifted, so 
all of the actions undertaken already will be continued. This should be feasible with the 
diNerent groups and procedures that have been set up at the Institute. Recent insights, some 
of which arise from the information in this report, include:  

Improved use of Report+Support 
Beyond repeating previous messages here, we will encourage people to report incidents when 
they occur. This will include highlighting a new facility of the Report+Support tool that enables 
confidential messaging and support for anonymous complainants. This may help manage the 
complaint and ensure the right level of support. Such changes show that the university does 
not stand still – rather it actively develops new approaches. IoO FullStop plans to create a 
short video on the theme of encouraging people to ‘Tell Someone’, and also a schematic that 
clearly shows the various pathways, actions and possible timelines for reporting. 

Improved Monitoring – even more information needed. 
More people, especially line managers, will be encouraged to join the group that anonymously 
records meetings where bullying harassment or sexual misconduct is disclosed using the 
department’s recording sheet, thus building a fuller picture of the problem. 

Induction 
We will improve the way staN and students in new roles are given the information and tools to 
address bullying and harassment:  

• new starters – the next development is to carry out this aspect of induction after the first 
weeks/months 

• newly appointed line managers – attend Taking the Lead and joining other line managers 
using the recording sheet. 

Institute Structure 
In Summer 2025, the department refreshed an important aspect of management: Strategic 
Research Leads, who took over from previous Theme Leads, will lead on research topics 
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(called Pillars) and importantly they will also act as designated contacts for staN within their 
Pillar (and exceptionally in other Pillars) seeking informal support and guidance where 
concerns arise in relation to their working environment. Analogously to the Departmental 
Graduate Tutors’ support for students, the Strategic Research Leads will particularly support 
postdoctoral researchers, research assistants and technicians, providing them a confidential 
and approachable source of advice, and signposting them to appropriate institutional 
support.  
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Appendix: IoO Culture Charter  
 
I will: 

1. Welcome newcomers to the lo0 
2. Treat everyone kindly, respectfully and professionally 
3. Be approachable, friendly and collaborative 
4. Support others to enable them to reach their potential with minimum stress 
5. Ensure my behaviour does not make anyone feel harassed or bullied 
6. ONer support to anyone in distress or in need of help 
7. Not abuse any authority that has been entrusted to me 
8. Welcome feedback on my commitment to the Charter 
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