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2020 ACTION PLAN 
 

Priority has been assigned according to degree of impact on gender equality and culture.  

  Low: affects very few a little / improving process / low impact results s                       

  Med: medium or even widespread effect / low impact results s                                   

  High: part of broader priority area / large gendered effect / high impact results u  

 
Abbreviations/Terms 

A&R: Academic and Research 
ASPM: Athena SWAN Project Manager 
BAME: Black, Asian and minority ethnic 
DD: Deputy Director 
ECT: Equality Challenge Team 
EDI: Equality Diversity and Inclusion 

Faculty: Faculty of Brain Sciences 
HR: IoO Human Resources Team 
HRBP: HR Business Partner 
IICC: IoO Integrated Career Committee, see Action 5.3.4 
IM: Institute manager 
IoO: UCL Institute of Ophthalmology 

IOX: IoO Executive-decision making c’ttee 
MEC: Moorfields Eye Charity 
PGT: Postgraduate Taught 
PS&T: Professional Services and Technical 
   

Ref 

p
ri

o
ri

ty
 

Action Reason Key Activity When 
by 

Who 
responsible 

Success criteria 

3 Athena SWAN Process 

3.1 

H
ig

h
 

 

Recruit PGT 
representative to 
the ECT 

 

 

The ECT lacks information on the 
experience of PGT students, who 
are only at IoO for a brief time: 12 
months if studying full-time, 
longer if part-time.  

Liaise with pre-existing Staff Student 
Consulative Committee to refine role of PGT 
representation on ECT 

Include PGT in surveys with dedicated 
questions 

Develop presentation on EDI agenda and ECT 
role specifically for PGT students for next 
induction 

At least one PGT student joins ECT from 2021 
onwards.  

Jan’21 

 

June 21 

 

  
Sept’21 

 

Nov ‘21 

Co-Chairs 

 

Data sub-
team 

 

Student  sub-
team 

 

Core sub-
team 

2021: Baseline for gender 
disparities in PGT experience 
identified 

2025: 50% improvement  
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by 
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responsible 

Success criteria 

3.2 

 

    

 

Lo
w

 

Collect all Athena 
SWAN data 
annually to 
prevent data loss 
when staff leave   

Until the online data resource 
created by Advance HE and JISC 
(recommended by the SWAN 
Independent Review1) arrives, we 
face the issue that key data is 
expunged from some central UCL 
databases when staff leave. The 
period immediately after creating 
this application is the ideal time 
to set up data flows for the future 
so that all data is captured. 

All data streams identified 

Annualised schedule for data collection   

Repository for data cited in application (text 
and graphs), stored online (e.g. MS Teams). 

Begin 1st annual cycle 

Check each data set is complete 

Feb‘21 

Mar’21 

 
 

Apr’ 21 

       

May’22 

+ yearly 

ASPM 

 

 

 

 

Data sub-
team 

All data stored.  

3.3 

 

 

H
ig

h
 

     

Mid-term review 
of Athena SWAN 
Action Plan 

 

 

Given the 5 year period of the 
upcoming award cycle, a mid-
term review of all data will 
ensure:  
• we track progress esp. on 
priority actions 
• the Action Plan is refocussed to 
overcome barriers and taking 
external changes into account. 

100% of data is clearly signposted in 
dedicated online MS Teams folder 

Data updated, and tables and figures for 
period 2017/18–2021/22 (i.e. 2-3 years 
ahead of current) remade 

Formal department-wide review in 
consultation with stakeholders 

Apr’21 

 

 

May’23 

Sept’23 

ASPM 

 

+ 

Data sub-
team 

Co-Chairs, IOX 

Modified action plan, signed off by 
IOX, published on IoO Intranet, and 
communicated to all staff through 
newsletter. 

                                                                    
1 Review of the Athena SWAN Charter, 2020 
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3.4 

Lo
w

 

Succession 
planning for co-
chairs of ECT  

Prior to taking on the role, ECT co-
chairs, need 12+ months 
experience as a team member. No 
new senior staff member has 
joined the team for 18 months. 

Senior staff recruited to ECT  

Membership and chairship of ECT fully 
recognised in:  
role rotation for A&R staff   
job description for PS&T staff. 

New co-chair appointed 

May’21 

 

Jan’22 

 

May’22 

Director, 

IM 

2022: ECT roles specified on 
appraisal check list for academics 
and PS&T (grade 7 and above) 

 

New co-chairs appointed every 2 
years, retaining at least 1W:1M 
gender balance 
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by 
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responsible 
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4.1 Students (PGT and PGR) Data 

4.1.1 

Lo
w

 

Revise PGT 
advertising to 
remove any 
gender biased 
messaging 

Applications from men have 
decreased from 31% in 2016 to 
22% in 2019. 

Consult with Education Office to: 

Ensure images and language on website are 
inclusive 

Diversify advertising outlets 

 

Routine review, rectify where needed  

 
 

Oct’21 
 

Oct’21 

Student sub-
Team 

 

Education 
Manager 

Core sub-
team 

Increased applications from men: 

2023: 25%  

2025: 30% 

4.1.2 

M
e

d
iu

m
 

Reduce award 
gap for BAME 
women:   

• research into 
prior training of 
students on all 
courses   

• redesign 
curriculum to 
account for 
different training 
environments 

On our largest course, Clincal 
Ophthalmic Practice, BAME 
women are awarded distinctions 
at a much lower rate (41%, 
compared to 83% White women; 
88% White Men; 100% BAME 
men).  

Many students on this course are 
educated outside the UK. It may 
be that course curricula disfavour 
non-UK based past learning and 
experience.  

Preliminary report on aspects of educational 
systems may affect attainment (with Faculty 
Attainment Gap Lead) 

Full report, following research into prior 
training of 2021/22 cohort 

Redesigned curricula and/or assessments to 
account for different training environments. 

Roll out redesigned elements, with annual 
cycle of monitorredesign 

 
 

Sept’21 
 

June 22 
 

Sept’23 
 
Sept’24 

 

DD Education 

 

DD Education 

DD Education 
 

DD Education 

 

2023/4 academic year: Attainment 
gap halves compared to previous 
years. 

2024/5 academic year: Gap halves 
again to a quarter of original.  
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4.1.3 
H

ig
h

 
Implement long-
listing to obtain a 
full picture of the 
current gender 
disparity shown 
in PhD 
recruitment. 

At present we only monitor a 
small minority of PhD applicants 
who use UCL’s central online 
system.  

Our 2017 pilot showed that a 
much large number (x15) of 
informal applicants directly 
approach Group Leaders. Among 
these, men were shortlisted less 
(42% applicants; 24% shortlisted). 
However, staff changes curtailed 
this pilot so we still do not know 
the full extent of the issue. New 
staff were recruited to the 
edcuation office in 2020. 

Created database to record applicants’ 
demographic and scores for essential criteria  

Longlisting implemented via database: at 
least 2 independent scores from gender-
balanced panels  

Annual report + repeat 

 

July 21 

Oct’22 

Oct’23 

+repeat 

Education 
Office 

& 

DD Education 

DD Education 

IOX 

Annnotated application long and 
short lists obtained from group 
leaders, revealing actual disparity, 
in increasing numbers: 

 
2022/23: 60% 
2023/24: 80% 
2024/25: 95% 
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4.1.4 
H

ig
h

 
Overhaul 
recruitment 
process for PhD 
students 
through: 

(i) panels, 

(ii) 

anonymisation 

for shortlisting.  

 

In parallel with 
work on A&R 
staff recruitment  
(Action 5.1.1). 

PhD recruitment is 
intersectionally affected by 
gender and ethnicity: applications 
from BAME men are the least 
successful (50% are made offers, 
compared to 77% for all other 
groups together).   

We currently have no policy on 
BAME representation on PhD 
appointment panels.  

A study of PhD recruitment in 
Psychology2 showed 
anonymisation reduced bias 
based on ethnicity. 

 

(i) Panels: 

1yr’s ethnicity data for PhD recruitment 
panels recorded 

1yr increased BAME panel members incl:  
• 1 Grade 2/3 A&R staff member 
•Fair Recruitment Specialists 

Review and rectify  

 

(ii) Anonymisation:  

Anonymised PhD application system in place 
for “Sensyt” Doctoral Training Programme 
run through IoO’s Education Office for 
academic year 2022/23. 

Decide whether to anonymise all other PhD 
applications through Education office. 

Sept 21 
 

Sept’22 
 

 
Sept’23 

 

Sept’23 
 
 
 
 
 

Oct ‘22 
 

Sept’23 

Education 
Manager  

Core sub-
team 

 

 

DD Education 

 

Education 
Manager  
Core sub-

team 

 

 

Education 
committee 
Core sub-

team 

(i) Fair Recruitment Specialists. 
Expected load: 1½  A&R panels per 
year each (see Action 5.1.1, p.160, 
for their recruitment) 

Panels with BAME representation:  

2022/3: 30%  
2023/4: 45%3  
2024/5: 70%4  

(ii) Anonymised PhD application 
plan for departmental education 
management sign-off by May 22, 
for partial implemention. 

Overall:  
Extent of disparities in PhD offers 
will decrease. Assuming the recruit-
ment data 2015-19 holds,  BAME 
men applicants were offered places 
at 75% of the rate of other groups  
(50/67 = 75%). This ratio will 
increase: 
2019:   75% (baseline) 
2023:   80%  
2024:   85% 
2025:   90% 

                                                                    
2 Anonymisation showed marked effect on short-listing at a Doctoral Training Programme in UCL’s Psychology and Language Sciences, 2019/20 (not published) 
3 45% is the proportion of panels with BAME representation if choosing randomly 2 Group Leaders Grades 4/5 (15% BAME) and 1 A&R Grade 2/3 staff member (23% BAME)  
4 An additional 25% represents approximately 3 panels (~12 A&R appointments/yr), i.e. 1½  per Fair Recruitment Specialist. 
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4.2 Academic and Research Staff Data 

4.2.1 

lo
w

 

Increase 
monitoring and 
effective use of  
Redeployment 
System 

 

UCL-wide Redeployment system 
meets Vitae Concordat goals to 
offer of follow-on opportunities at 
end of contract. Postdocs (3 
BAME women, 1 White man) 
anecdotally reported the system 
is not working: Group Leaders 
tend to be negative during 
approaches for redeployment and 
even actively discourage 
applications. 

No data is recorded or monitored 
either for informal pre-application 
contact, or to determine how 
formal applicants for 
redeployment are fairly evaluated 
against job requirements (e.g. 
assessment against Person 
Specification, invovlement of 
selection panel). 

Created two new web forms to monitor 
redeployment:  

1) for research staff at end of contract. 
Include demographic details of staff.   

2) for Group Leaders with new posts. 

Created new HR database. 

At least 30 staff attend departmental 
meeting co-led by Group Leader with 
positive experience of Redeployment.  

Data obtained from Group Leaders / 
Redployees:  

50%     
80% 

Two separate Focus Groups (Researchers,  
Group Leaders) to summarise redeployment 
experiences  

Joint workshop Researchers + Group Leaders 
to share viewpoints and reach an agreed 
position on departmental best practice. 

New policies in place 

 
 
 
 
 
 

Oct’21 
 

 

Mar’22 
 

 
Sept’22 
Sept’23 

 
 

Nov ’23 
 
 

Apr’24 

June  24 

HR 

DD EDI 

A&R Sub-
team 

 

 

 

 

 

 

 

 

 

A&R Sub-
team 

 

 

+ HRBP to 
facilitate 

Overall: 
Use of Redeployment increases: 
2022/3: establish baseline 
2024/5: double rate above baseline 
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4.2.2 

M
e

d
iu

m
 

Use exit 
questionnaire to 
learn about  

•the BAME 
leaver profile 
•other aspects of 
IoO culture 

Use feedback to 
remedy 
situations and 
acquire more 
accurate data. 

 

Also applies to 
PS&T (Action 
5.2.3, p.164).  

A lower proportion of BAME staff 
(25% W=M) have worked at IoO 
for 3+ years (65% White staff).   

The pipeline Grades 1-3 4-5 is 
steeply broken for BAME women 
(15%3%) more than White 
women (45%25%), which may 
be related to this issue. 

A good time for staff to voice 
accurate (if negative) opinions of 
the department is as they leave.   

 

Designed anonymous brief questionnaire of 
reasons for leaving (to include some 
demographics: staff group).  

Staff informed of the value of feedback from 
leavers (All Staff Meeting, Newsletter) 

As significant issues are uncovered              
(e.g. conflict with Group Leader or team)  

(i) remedy issue for all staff 

(ii) begin Exit Interviews in staff group(s) with 
most problems 

Feb’21 
 
 
 

May’21 
 
 
 
 

June 21 
 

 

A&R     PS&T 
sub-teams 

 

 

 

Core sub-
team 

+ HR / IM 

 

 

 

 

Early 2022: 

Exit Questionnaire completed by 
>90% of leavers 

If completion low and not improved 
by further publicity, switch to Exit 
Interviews: either for all, or 
targeted if funding is limited. 

 

Early 2023: 

At least 50% of the specific points 
identified remedied by structural 
changes to IoO processes. An 
example might be: poor support by 
Group Leaders increased 
coverage of mentoring to 100%,  
providing everyone with pastoral 
support. 
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5.1 Key career transition points: academic staff 

5.1.1 to 5.1.5 
We have identified two disparities in A&R recruitment: (1) shortlisting – lower for BAME men (9% compared to 17% other for groups); (2) appointment from shortlist – 

lower for BAME men, BAME women and White women (together 35%) than White men (51%). 
Here we will address five different contributors to unequal outcomes in recruitment, in parallel to actions on recruitment disparities for both PS&T staff (Action 5.2.2, 

p.164) and PhD students (Action 4.1.3, p.157). Overall responsibility rests with the Director and DD EDI. 
Overall success criteria are reduced gender disparities. Improvement will be monitored annually. Each of the five actions have proximate success criteria. 

1. BAME men applicants were shortlisted at 53% of the rate of White applicants.          2. Appointment from shortlisting of White men (51%) was above all others (35%) 
2019 – 53% (baseline) (9%/17% = 0.53). This ratio will increase:                                         2019 – 69% (baseline) (35%/51%=0.69). This ratio will increase: 

2022 – 60%                                                                                                                                      2022 – 75% 
2023 – 70%                                                                                                                                      2023 – 80% 
2025 – 80%                                                                                                                                      2025 – 85% 

We acknowledge that some effect may persist even after 5 years. 

5.1.1 

 

1st of 5 

 

 

H
ig

h
 

BAME 
representation at 
interview for 
Academic and 
Research 
positions.  

 

In parallel with 
Action 4.1.3 for 
PhD recruitment 
(p.157) 

A key aspect of Advance HE’s 
Diversity Principles Framework is 
panel representation from BAME 
staff groups (with recognition).  

Two ’Fair Recruitment Specialists’ recruited 
among BAME Grade 3 A&R staff; seen as 
citizenship for performance-related points 
promotions. 

Begin collecting data for BAME 
representation on recruitment panels 
Implement new system:  
•Grade 3 staff as 3rd panel members 
•Panel chairs to inform HR where no BAME 
panel member available 
•Appoint each Fair Recruitment Specialist to 
2 A&R panels/year 

first: 
Nov’21 

second: 
Nov’23 

Mar’21 

 

 

 

Mar’22  

IM, DDEDI 

 

 

HR 

HR,  IICC 

Fair Recruitment Specialists. 
Expected load: 2 A&R panels per 
year each (also in Action 4.1.4, 
p.157) 

 
Panels with BAME representation: 
2023/3: 30% 
2023/4: 45%5 
2024/5: 65%6 
 
 

                                                                    
5 45% is the proportion of panels with BAME representation if choosing randomly 2 Group Leaders Grades 4/5 (15% BAME) and 1 A&R Grade 3 staff member (26% BAME);  
6 An additional 20% represents approximately 4 panels from among the ~20 A&R appointments/yr, , i.e. 2 per Fair Recruitment Specialist. 
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5.1.2 

 

2nd of 
5 

  

  

H
ig

h
 

Anonymisation 
for long-listing in 
Grade 2 Research 
staff 

 

BAME A&R men are shortlisted 
the least (less than half other 
groups, 6.6%). PS&T applications 
are already anonymised across 
UCL.  

Anonymisation is increasingly 
being trialled across UCL. Central 
EDI’s ‘Community of Practice’ for 
recruitment has a project 
exploring anonymisation.  

UCL Bartlett School of 
Architecture anonymise Teaching 
staff applications (Grade 1). 

Anonymise applications for A&R posts, 
initally for longlisting Grades 1/2  

•set up workstream, in collaboration with 
Bartlett  

•pilot on 20% of applications 

• roll out  100% 

• analyse long- and short-listing for rate of 
change within each staff group.  

• revise at Mid-term Review 

+ Engage with central EDI’s recruitment 
project, to join as Faculty’s pilot for this in 
A&R roles. 

 

 

Oct’21 

June 
22 

June 
23 

July 23 

 
2021 

IM, HR 

 
 
 
 
 

+ 
Data sub-

team 

 

 

Core sub-
team 

Achieve projected rates of 
anonymising longlisting Grade 2 
applications: 

 

2022 Jan6 months  – 20%  

2022 Jul12 months – 100% 

 

Further: 

Reducing disparities  - see p.160 

 

5.1.3 

  

3rd of 5 

H
ig

h
 

Standardise and 
improve Person 
Specifications 

Content of Person Specifciations 
is controlled mainly by Group 
Leaders, who sometimes include 
up to 30 “essential” criteria. 
Attempting to assess all of these 
together from a standard 
application form and brief 
interview could contribute to 
unequal shortlisting (currently,  
BAME men are shortlisted at less 
than half the rate of other groups, 
6.6%). 

Support for EDI is sometimes one 
of the criteria, but even when 
included, it is unclear how it is 
assessed. 

Survey panelists’ satisfaction with Person 
Spec. 

Consultation with HR and with UCL Maths, 
who routinely have 8 essential and 5 
desirable criteria for Lecturer appointments 
Guidelines and templates for Person Specs in 
all A&R roles developed. Include adherence 
to EDI, (e.g. ‘Commitment to UCL’s policy of 
equal opportunity’) and provide guidance on 
how to test, e.g. from previous EDI 
engagement. 

Apply guidelines 

Repeat survey of panelists  

 

Jan’22 
 
 

Apr’22 
 
 

 
 

Oct’ 22 

Jan’23 

Jan’ 24 

A&R sub-team 

 

IM, HRBP, 
Core sub-

team  

 

 

 

 

 

HR 

A&R sub-team               

2023: Average number of essential 
criteria in Person Specifications 
drops to average 12, all below 18.  

>95% Person Specifications have 
EDI criterion. 

Poll of panelists shows increased 
satsifaction with usefulness of 
Person Specification for 
appointment: 

2022: baseline;  
2024: 30% above the baseline 

Further: 

Reducing disparities  - see p.160 
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5.1.4 

 

4th of 5 

H
ig

h
 

Reasons 
recorded for 
rejection at 
shortlisting 

At present panels are not 
required to formally record 
reasons for not progressing 
candidates. This may contribute 
to disparities such as BAME A&R 
men being shortlisted the least 
(less than half other groups, 
6.6%). 

Guidelines for shortlisters to record 
rejections created 

Apply  

Review: rectify process if needed 

 

Dec’21 

Mar’22 

Mar’23 

A&R sub-team  
HR 

 

Data return for candidates 
                    2022:  50% 
                    2023:  80%  
                    2024:  95%  

Further: 

Reducing disparities  - see p.160 

5.1.5  

 

5th of 5 

H
ig

h
 

Inform 
recruitment 
panels of the 
demographics of 
applicants to 
promote 
proportionate 
shorlisting 

Short-listing panels may be 
unaware they are contributing to 
disparities such as BAME men 
applicants being shortlisted less 
than half the rate of other groups 
for A&R roles.   

Generate cover sheet to accompany 
applicant information for shortlisting stating 
the gender and ethnicity profile of the group 
of applicants for each post 

Distribute cover sheet to panel chairs,  
promoting need for proportionate 
shortlisting, including most recent year’s 
data.   

Annual summary to form part of ECT’s yearly 
EDI report to IOX as base for further action 

 
 
 

Feb’22 
 
 
 

Feb’23 

Nov’23 
yearly 

HR 

 

 

 

 

 

 

Core sub-
team 

Cover sheets distributed to 100% 
panel chairs from Feb 2022. 

Yearly EDI reports analyse trends 
and suggest new actions as needed. 

 

Further: 

Reducing disparities  - see p.160 

 

 

5.1.6 

M
e

d
iu

m
 

New “Buddy 
Scheme” for A&R 
staff  

(see Action 5.2.1 
for PS&T staff) 

Induction feedback is positive 
generally, but less so for A&R 
women (67%W: 80%M).  

 

Code of Conduct for Buddy Scheme created 

Design system for allocation of new Buddies 

Monitor and review  to allocate new Buddy   

Mar’21 

Oct’21 

Jan’22 

IM 

A&R sub-team 

Satisfaction with induction overall 
by women A&R starters increases 
from 67% positive to 

2023: 80% (also achieved by men) 

2025: 90% (also achieved by men) 
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5.1.7 

M
e

d
iu

m
 

Improve 
awareness and 
access for 
postdoc 
promotion: 

• annually raise 
awareness with 
eligible postdocs 

• disseminate 
best practice to 
Group Leaders 

•Grants Manager 
to ensure 
transparency in 
all applications 

Postdocs’ experience of receiving 
information on promotion criteria 
at appraisal marginally improved 
from 2017 to 2019, but remains 
less for women (52%) than men 
(68%).  

Costings for grants with named 
postdocs can be a barrier to 
promotion unless the cost of 
promotion is factored in at the 
outset. 

All eligble postdocs identified and personally 
invited annual postdoc workshop on 
promotions together with appraisals, see 
Action 5.3.3, p.167). 

Convert one-off workshop (2019) for Group 
Leaders on postdoc promotions to a biennial 
series including appraisals. Workshop 
attended by ≥15 (previous: 13 attendees) 

Finance and Research Manager liaise with 
both Group Leader and named postdoc at 
grant costing phase to plan funding for 
potential promotion.  

Survey postdocs named on grants 

 
 
 

Feb’21 
 
 
 

Apr’21 

 
 

Jan’22 
 

HR              
A&R sub-team 

IICC 

 

 

 

 

 

Finance and 
Research 
Manager 

 

A&R sub-team 

 

Survey of postdocs named on 
grants shows improvement in 
feeling informed and supported at 
grant application stage is: 

2021: baseline 

2022: close gap to 100% by half 

2023: close gap by a further quarter 

5.1.8 

H
ig

h
 

Biennial 
workshops to 
explain senior 
promotions to 
both new 
lecturers and 
honorary staff 
(mainly at 
Moorfields). 

IoO has a new intake of lecturers 
(3W:1M) who will need to find 
out about the promotions criteria 
in UCL’s Career Framework. The 
Senior Promotions committee 
found that not all honorary staff 
know these criteria, which apply 
to this group since 2019. 

Workshop to explain Academic Career 
Framework to Grade 3 and 4 academics (incl. 
honorary), with detail on the four domains 
considered for academic promotion 
(Research, Education, Enterprise / External 
Engagement, Institutional Citizenship). ≥8 
attendees at workshop (≥4 each of UCL staff 
and honorary staff).  

Repeat after 3 years 

 
 
 
 
 
 

 

Apr’21 

Apr’24 

A&R sub-team Feedback >80% positive with no 
gender disparity 

Increased awareness of promotions 
criteria from 2019/21 baselines: 

           Honorary        Academics 
2019     (n/a)           83%W:88%M 
2021   baseline                100% 
2023:      60%                   100% 
2025:     100%                  100% 
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5.2 Key career transition points: professional and support staff 

5.2.1 

M
e

d
iu

m
 

New “Buddy 
Scheme” for 
PS&T staff  

(see Action 5.1.6 
for A&R staff) 

Induction feedback is generally 
good, although there is a trend 
for lower satisfaction for PS&T 
women (60%W: 67%M). 

Code of Conduct for Buddy Scheme created 

Design system for allocation of new Buddies 

Monitor and review  to allocate new Buddy   

Mar’21 

Oct’21 

Jan’22 

 

IM 

PS&Tsub-
team 

Satisfaction with induction overall 
by women PS&T starters increases 
from 60% positive to 

2023: 75% (also achieved by men) 

2025: 85% (also achieved by men) 

5.2.2 

H
ig

h
 

Remove gender 
disparity in PS&T 
recruitment  

 

PS&T recruitment is anonymised 
up to shortlisting. However, 
following interview, men are less 
likely to be appointed. For PS 
staff, 10% of shortlisted men are 
appointed, compared to 27% of 
shortlisted women. For 
technicians: 23%W:15%M. 

Selected panellists (at least 2) with expertise 
of evidence based workplace selection (see 
Action 5.1.1, p.160). 

Taskforce, with IM, HR, and senior line 
managers reshape recruitment  strategy, 
introducing evidence-based methods. 
Examples might be: skills assessments. 

Recruitment  strategy rolled out 

 
 

Sept‘21 
 
 
 

May’22 

Sept’22 

IM, HR,         
DD EDI 

Reduced gender imbalance in PS&T 
appointment. 

In 2019, shortlisted PS men were 
appointed at 37% of the rate of 
shortlisted women  

(10%/27% = 0.37). The ratio will 
increase, though some effect may 
persist even after 5 years: 

2019 – 37% (baseline) 
2023 – 50% 
2024 – 65% 
2025 – 75% 
For technicians: similar rates of 
increase from baseline (65%). 

5.2.3 

M
e

d
iu

m
 

Use exit 
questionnaire of 
PS&T staff to 
learn about the 
BAME leaver 
profile and other 
aspects of IoO 
culture.  

As 4.2.2 

 

             See p.159 

As 4.2.2  As 4.2.2 Core sub-
team 

+ HR / IM 

As 4.2.2: A&R staff exit 
questionnaire (p.159).  

 

Overall goal (early 2023): At least 
50% of the specific points identified 
remedied by structural changes to 
IoO processes.  
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5.2.4 

M
e

d
iu

m
 

Improve 
awareness of 
regrading and 
performance-
related 
increments for all  
PS&T staff 

Men access regrading and 
performance-related increments 
at a lesser rate than women. 
While the Technical profile is 
64%W, Technical regrades and 
performance-related increments 
are 79%W. This is also true for 
PSS: profile 91%W, 
regrades/increments 100%W.  

Hold regrading and performance-related 
points workshop for PS&T staff 

Include in discussions at appraisal 

 

May’21 

 

Sep’21 
 

PS&T sub-
team 

 

HR 

Increased awareness of 
regrade/performance-related 
points:    Tech. Women   PS Men    

2019(baseline) 18%           0% 

2021                  50%           40% 

2023                  70%           65%  

Decrease disparity for men in PS 
regrades or performance-related 
points:              Women      Men 

2019 (baseline)     0%   
2022/3                 0/50%*  
2024/5                   50%       
* only 2 members of staff eligible 

Decrease disparity for men in Tech 
regrades or performance-related 
points:                 Men       

2019 (baseline)    16%             
2022/3                   25%           
2024/5                   34% (same as 
women)          
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5.3 Career development: academic staff 

5.3.1 

Lo
w

 

Encourage A&R 
staff to increase 
rate of formal 
recording of 
training by 
updating their 
personal training 
records in MyHR.  

Training has largely been 
monitored indirectly (surveys), 
which shows 88% of men report 
not meeting UCL training targets, 
compared to 70% of women. 
Direct recording is needed. MyHR 
(introduced Feb 2020) is designed 
for record much HR-related data: 
sickness, annual leave (see 
5.6.3D) and training.  

Include MyHR training record in annual 
appraisals: with retrospective recording  

Encourage contemporaneous recording 
through appraisals, newsletters etc. 

2021-22 

 

 

2023 

HR, IICC IoO Survey (2021/23 etc) shows 
increasing use of MyHR to record 
A&R training: 

2021: 50% (15% contemporaneous) 

2023: 80% (40% contemporaneous) 

Gender imbalances identified and 
acted upon. 

5.3.2 

M
e

d
iu

m
 

Increase uptake 
of skills training 
by organising 
additional 
local/online 
training 

Only 21% of academic and 
research staff are meeting UCL 
training recommendation 
(3/year). Training is particuarly 
low for men (12%, compared to 
30%W).  

 

Survey training needs of ECRs: Focus Group 

Training programme developed in response  

Created summary of advice on full range of 
skills training. Make available as an online 
resource. 

Sept’21 

Jan’22 

 

June’22 

ECR  network 
A&R sub-team 

IICC 

 

 

Rate of researchers feeling 
encouraged to take up training 
increases from  

2019 57%W:70%M (baseline) 
2022: 75%;  
2023: 85% without gender 
difference 

 

Staff attaining level of training 
recommended by UCL increases 
from : 

2019: 21% (30%W:12%M, baseline) 
2022: 30% 
2023: 40% 
2024: 45% without gender 
difference  
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5.3.3 
H

ig
h

 
Improve quality 
of appraisals, by 
increasing their 
value to the 
appraisee as a 
source of 
information 

There is room for improvement in 
the experience of appraisal. Lack 
of information is a significant 
factor in researchers finding 
appraisal unuseful. Improvements 
here will benefit women 
reserchers more because 68% of 
women (compared to 88% men) 
report having sufficent 
information on key topics at 
appraisal.  

Ensure development of staff is an 
objective for line managers, 
including at their own appraisals  

Annual workshops on appraisal (together 
with promotions, see Action 5.1.7, p.163) 
widened to include sections on training and 
skills. 

Convert one-off workshop (2019) for Group 
Leaders on postdoc promotions to a biennial 
series including appraisals. Workshop 
attended by ≥15 (previous: 13 attendees) 

Independent review of all Research Staff 
appraisals (alternate years) with feedback to 
Group Leaders. 

 
 
 

Feb’21 
 
 

 

Apr’21 
 
 

Dec’21 
 

A&R sub-team 
IICC 

 

 

 

 

 

HR IICC  

Rate at which women reporting 
receiving enough information on 
training increases: 

2019 – 68% (baseline) 
2021 – 75% 
2023 – 85% 
2025 – 90% (level already 

reached for men) 

5.3.4 

M
e

d
iu

m
 

Create IoO 
Integrated 
Careers 
Committee (IICC) 
to widen 
ownership of 
coordinating 
careers beyond 
the ECT 

Pre-existing committees (ECR 
Network, Career Events 
Committee, PS&T Network) cover 
many aspects of careers. 
However, they are not ideally 
integrated, with the ECT having 
had the brief to co-ordinate.   

One over-arching committee will 
have responsibility to facilitate 
many other actions in Sections 
5.1/5.2/5.3/5.4, and the ability to 
monitor progress of individuals 
from appointment.  

Consulted with relevant 
committees/networks 

Created committee, at least 40%M with 
responsibility for supporting further 
development of career support, networking, 
recruitment, promotion.  

Submits annual report to IOX.  

Mar’21 

 

Oct’21 

 

 

Jan ’22 
 

 

DD EDI 

 

 

 

 

IICC 

Overall aim is to increase 
satisfaction with career support 
from women 56%: men 80% (2019) 
to: 
2021 – women 65%: men 85% 
2023 – women 80%: men 90% 
2025 – women 90%: men 90% 

IICC will facilitate more proximal 
goals in other actions: 
For example                           Action 
Postdoc promotions.  .  .  .  . 5.1.7 
Quality of appraisals.  .  .  .  . 5.3.3 
Career surgeries.  .  .  .  .  .  .5.3.5 
Technician training.  .  .  .  .  .5.4.1 
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5.3.5 

M
e

d
iu

m
 

Increase uptake 
of individualised 
career 
progression 
advice for 
researchers from 
a senior 
academic or 
professional. 

Satisfaction with career support 
for Grades 1-3 A&R staff is lower 
for women and not rising (2017 
56% 2019 60%), compared to 
men (2017 67% 2019 80%). 

Obtained data from focus groups and survey 
for best format and aims for career surgeries 
to support career development of ECRs 

First round of 1:1 career surgeries to ECRs, 
offering at least 10 places per quarter. 

Implement feedback and revise for next 
rounds  

Oct’21 
 

 
 

Apr’22 
 

 Sept’23 

A&R/ECR sub-
teams 

 

 

 

IICC 

% attendance of career surgeries (in 
balance with genders of A&R staff) 

2022 – 50% uptake of places 
2023 – 75% uptake of places 
2024 – 85% uptake of places 

Satisfaction with career surgeries: 
2022 – baseline 
2023 – baseline + 20% 
2024 – baseline + 30% with no 
gender difference 

5.3.6 

M
e

d
iu

m
 

Develop PGT 
networking and 
events 

Currently, there are no 
networking facilities for PGT 
sudents at the IoO. 

 

 

Recruited ECR from ECR network to oversee 
PGT network 

Recruited PGT students to form PGT 
Network.  

IoO networking events organised for PGT 
2021/2: 2 events 
2023/4: 3 events 
2025/6: 4 events 

Created logo, website and e-platforms for 
network. 

Repeat with next intake 

 

May’21 

 
Sept’21 

 

Nov’21 
 

 
 

June 22 

Sept’22 

DD Education 

 

 

 

 
 
 
 

+ Comms 
manager 

% PGT attendance at ECR events 
increases 
2021/2: 5% 
2023/4: 15%  
2025/6: 25% 
Satisfaction with networking for 
PGT increases: 
2022: baseline 
2023: baseline +25% 

2025: baseline +40% no gender 
difference 
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5.3.7 

Lo
w

 

Improve PhD 
Buddying 
Scheme, by 
providing small 
financial support 
to encourage 
meetings over 
coffee (or 
similar) 

PhD students feel isolated. 42% of 
men reported feeling 
unsupported at the start of their 
PhD (compared to 27% of 
women). MyFinance now allows 
direct claims from UCL budget 
codes for legitimate expenses by 
students, so the ECT budget can 
be used more easily, and directly, 
by buddy pairs.  

Finance process for Buddies to claim first 
free coffee meeting created 

Buddies assigned vouchers 

 

 

100% of buddies meet 

 

 

Oct’21 

Sept’ 22 

 

 

Mar’ 23 

Education 
Office, 

Finance and 
Research 
Manager 

 

Student sub-
team 

% PhD men reporting feeling 
unsupported in first 6 months 
decreases from 42% (2019) to 

2021: 20%  

2023: 5% (also for women) 

  

5.3.8 

M
e

d
iu

m
 

Facilitate a series 
of themed 
meetings run by 
and for PhD 
students to 
increase 
integration and 
improve PhD 
experience,  

Decrease feelings of isolation 
among PhD students, men in 
particular (42% compared to 27% 
of women), via regular seminars 
determined in content and form 
solely by other students. 

The success of the PhD Welcome 
Lunch (Dec 2019, organied by the 
Student sub-team) shows the way 
forward. 

Schedule created for 3x monthly events held 
at sociable times (coincide either virtually at 
mid-afternoon “tea” or in person at lunch) 
on important/useful topics e.g. funding, 
mental health, training and UCL policy 

Events taken over by ECR network, within 
their capacity 

 

 

 

Jun’21 

Mar’22 

Student Sub-
team 

 

 

+   
ECR network 

% PhD men reporting feeling 
unsupported in first 6 months 
decreases from 42% (2019) to 
2021: 20% 
2023: 5% (also for women) 

% PhD students reporting enough 
opportunities to network increases 
from  60% (2019 baseline) to: 
2021: 70%  
2023: 80% - no gender difference 

5.3.9 

M
e

d
iu

m
 

Implement PhD 
student exit 
survey of leaver 
destinations and 
attitudes.  

Effectiveness of support for 
students can be monitored by 
analysis of accurate leaver 
destinations (currently missing) 
and a short survey of attitudes 
about IoO. 

Adapt new staff exit questionnaire (Action 
4.2.2, p.159) to suit PhD students. 

Survey students after 3 months of writing up 

Adapt further for PGT students  

June 21 

Oct’21 

Oct’22 

Student sub-
team 

+ ASPM 

 

New datasets available from Sept 
2022, with completion rates 

             PhD       PGT 

2022    70%       50% 

2024    90%        80% 

Further success: as above (5.3.8).  
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5.3.10 

Lo
w

 

Increase support 
for junior clinical 
academics after 
focus group to 
gain information 

Lacking information on specific 
career help needed by junior 
clinical academics 

Focus group attended by least half of junior 
clinical academic/ researchers (e.g. 7 out of 
13; gender balanced): gather specific to 
leaky pipeline for clinical academics, and to 
discuss actions. Share ideas with Biomedical 
Research Centre training theme and Royal 
College of Ophthalmology. 

Repeat focus group: same attendance 

 

 

 

 

Oct’21 

2023/25 

Core and 
Student sub-

teams 

 

2021  
Up to 3 issues identified as priority; 
SMART actions formulated and 
started 

2023/25 
Revise SMART actions, resetting 
priorities accrding to gender 
disparity 

5.3.11 

M
e

d
iiu

m
 

Reduce gender 
imbalance in 
success rates for 
grant 
applications by 
postdocs and for 
fellowships with 
support from 
peers and senior 
colleagues. 

ECRs (postdocs) need a track-
record of success in winning 
grants, however small, to secure 
promotion and CV strength. ECR 
success rate has been consistently 
much lower for women (recent 
successes: W6%:M27%). 

At the career bottleneck of 
securing fellowships, women are 
consistently less sucessful (15%) 
than men (34%).  

Extend Grant Sharing from fellows to include 
all ECRs. 

Termly workshops for ECRs and fellows to 
present grant proposals to other ECRs and to 
a panel of Group Leaders, gaining experience 
and practical advice (“repair”). 

Raise awareness of opportunities for smaller 
grants for ECRs – travel, equipment, etc.   

Initiate internal review by senior Group 
Leaders for smaller grants (currently>£150k) 

Grant Idea Brainstorming Workshop – repeat 
annually if feedback positive 

 

Apr’21 

 
 
 

Oct’21 
 

Oct’21 

Jan’22 

 
Jun’22 

Junior Group 
Leader and 

ECR 
Networks, 

A&R sub-team 
IICC 

+ Finance and 
Research 
Manager 

 

ECR grant success gender disparity 
decreases halves 2024 current  

i.e. success rate for women 
increases to 17%  

Fellowship success gender disparity 
decreases halves by 2024 

i.e. success rate for women 
increases to 25%  

(calculated on rate for men staying 
the same) 
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5.4  Career development: Professional Services and Technical staff 

5.4.1 

M
e

d
iu

m
 

Increase training 
for Technicians 
by increasing 
encouragement 
from line 
managers and 
through new 
Technicians 
network (see 
Action 5.4.2) 

PS&T training went down from 
20172019 in particular for 
Technicians (W=M). Correlating 
with this, women Technicians 
report peristently low 
encouragement for training from 
line managers (44%W, comparred 
to 80%M). Technician line 
managers are mostly academics, 
so are possibly not aware of 
training needs for Technicians. 

Survey all Technicians and their line 
managers on current support and gaps. 

Created and deliver training programme (see 
5.4.2) 

ECT works with line managers to increase 
awarenesss of training opportunities for 
technicians including allocation of dedicated 
training time for technicians. 

Monitor progress in staff survey 

 

 
Nov’21 

 
Feb’22 

 
 
 

Apr’22 
 
July 22 

PS&T sub-
team 

 

Tech.Network    
IICC 

 

PS&T sub-
team      HR 

Data sub-
team 

>75% of technicians and their line 
managers complete the survey. 

Technicians feed back that they 
attend a minimum of 3 training 
courses per year with no gender 
difference 

Feelings of encouragement to train 
increase: 

2019: 44%W:80%M baseline 
2022: 70%W:85%M 
2024: 90% – no gender difference 

5.4.2 

M
e

d
iu

m
 

Create network 
for technicians to 
increase sense of 
belonging to a 
group and share 
training (see 
Action 5.4.1) 

Technicians, particularly men,  
have uniquely low satisfaction for 
events available to them (38%, 
50%W:20%M). Anecdotal 
evidence is that they work within 
research groups, alongside ECRs, 
but do not share their networks 
to meet with others. Being 
bundled with PS staff means they 
miss out. 

Technician appointed to chair network. 

Committee forms: at least 4 technicians 
(numbers above 45), not all the same 
gender. 

Share one member with ECT. Give autonomy 
over budget for events. 

Events programme created 

June 21 

 
Oct’21 

 

Feb’22 

 
May’22 

DD EDI 

 

PS&T sub-
team 

 

Tech. 
Network 

Training events chosen by 
technicians (average 15 attendees):  
2022-3:  ≥2/yr  
2024-5   ≥3/yr        
 
Increased satisfaction with events: 
2019: 50%W:20%M baseline 
2022: 70%W:60%M 
2024: 80% with no gender 
difference  
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5.5  Flexible working and managing career breaks 

5.5.1 

Lo
w

 

Create and 
monitor policy 
for recording PhD 
maternity and 
other categories 
of long leave  

Extended leave is not currently 
recorded for PhD students, 
meaning gender analysis is not 
possible.  

Created maternity, paternity, adoption and 
parental leave guidance for PhD students 

 Implement leave guidance and 
communicate to all PhD students and 
supervisors. 

 

Sept’21 

 

 

Jan’22 

DD Educat’n 
Student sub-

team  HR 

Record leave for PhD students. 

Review recorded data annually to 
monitor return rate. 

5.5.2 

Lo
w

 

Improve accuracy 
of paternity leave 
data 

Academics reported taking 
paternity/shared parental leave in 
the survey, but this is not 
reflected in centrally collected 
data. This may result from ack of 
awareness of both leave policies, 
and reporting systems / data 
collection. 

Raise awareness of paternity/parental leave.  

Encourage recording  

Sept’21 

Sept’22 

Carer’s sub-
team 

Recording of paternity leave data 
matches survey responses 

Increased academics taking 
paternity leave and shared parental 
leave 

Review recorded data annually 
thereafter. 
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5.6  Organisation and culture 

5.6.1 

M
e

d
iu

m
 

Improve 
communications 
from 
management to 
staff through 
new channels  

Satisfaction with communications 
from management to 
staff/students improved for men 
(47%62%) but not for women 
(55%57%). We can take 
advantage of the increased use of 
the online collaborative platform 
MS Teams that has happened 
during the pandemic. 

Meetings: Large forums for communication 
from management (termly staff meetings 
and “Meet the Directors”) held on Teams 
Events, which allow posting of anonymous 
questions.  

Enhance engagement by offering anonymous 
channels to suggest topics. 

Messages: IoO Communications Team (for 
all department) relays select messages. 

 

 

 

Jan’21 

 

 

 
Feb’21 

Director    IM 

 

 

 

 

 

IoO Comms 
Manager 

Satisfaction with communications 
from management will increase: 

2019: Women 57%, Men 62% 
(baseline) 

2021: Women 70%, Men 70% 

2023: Women 80%, Men 80% 

5.6.2 

M
e

d
iu

m
 

Reignite a 
sustainable, 
inclusive, social 
events calendar 

Social events decreased even 
before COVID-19. Men are 
particularly dissatisfied with 
current social events (44%, 
compared to 26% of women). 
Virtual social events during the 
pandemic present a different 
challenge than face-to-face 
events.  

Created new social committee after all 
staff/student email and newsletter 

Created regular programme of social events 

•during the pandemic (2020-2021-?) virtually 

•after social contact normalised: in Common 
Room 

Stratify some by work group, e.g.: academics 
events rotating between lunch and after 
work so most staff can engage. 

Mar’21 

 

 

 

June 21
 

 

PS&T, A&R 
and Student 
sub-teams 

Satisfaction with social events 
increases  

2019 = 74%W:56%M baseline 

 

2023 = 75%W:65%M 

2024 = 80%W:75%M 

2025 = 80%W:80%M 
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5.6.3A to G 
IoO Culture Change Action Plan medium/long term goals: 7 actions 

The proportion of staff/students reporting experiencing bullying and harassment is higher for women (11%W:7%M). A hostile atmosphere has persisted in small pockets 
of the department, with an accompanying legacy of gender-specific harassment continuing over many years. The Director commissioned an external review on IoO Culture 

(2019), which made recommendations in four themes: 
Communicating (A/B/C), training (D/E), changing culture (F), and After Reporting (G). 

After starting priority actions in the “2019/20 IoO Culture Change Action Plan”, we will next implement the remaining recommendations in seven actions. 
Overall success criteria are reduced disparities. Improvement will be monitored annually. Overall responsibility rests with the Director and DD EDI. 

5.6.3A 

 

1st of 7 

H
ig

h
 

Reports on 
culture landscape 
to show 
transparency and 
improve 
confidence in 
reporting 

“Report + Support” produces 
six/twelve monthly reports to 
Faculty. These need to be 
summarised for local 
dissemination to increase 
confidence that appropriate 
action will be taken if an incident 
is reported. At present, fewer 
women are confident about this 
(46%W:58%M).  

Created GDPR-compliant annual summary 
from EDI reports and local data from HR, the 
Director and all line managers, specifying 
local response and issues arising (successes 
and failures) 

Shared with Director fist before further 
distribution at Faculty Level.  

May’21  

+yearly 

 

 

 

Oct’ 
2023 

HR 

IM 

IoO-FullStop 

 

Together with 5.6.2C: 

Increased confidence, measured 
through positive survey responses  

2019 46%W:58%M, baseline 
2021 50%W:60%M 
2023 55%W:62%M 
2025 65%W:65%M 
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5.6.3B 

 

2nd of 
7 

H
ig

h
 

Maximise use of 
“Report + 
Support” to 
improve 
confidence in 
reporting (linked 
to 5.6.2B) 

Confidence in the Report + 
Support system comes from 
explaining how it is progressing 
and how people can support it by 
using it, for example through 
multiple complaints concerning 
the same person. At present, 
women are less confident about 
action will be taken if a complaint 
is made (54%W:42%M).  

Trained all line managers (and all other 
interested staff and students) to channel 
issues through "Report + Support".  

Recruited new Dignity Advisor to IoO 

Dignity Advisor joins IoO FullStop/others in 
promoting themselves  

Dignity Advisor and HR carry out light touch 
follow up of complainants (beyond R+S 
requirements) 

 
 

Dec’21 

Jan’22 

 
May 22 

 

Sept’ 23 

IoO-FullStop 

DD EDI 

DD EDI 

Dignity 
Advisor 

 

+HR 

Together with 5.6.2B: 

Increased confidence, as described 
above 

 

Increased awareness of Dignity 
Advisor: 

2019: 15%W:13%M, baseline 
2021: 30%W:30%M 
2023: 60%W:60%M 
2025: 90%W:90%M 

 

 

 

 

5.6.3C 

 

3rd of 7 

H
ig

h
 

Improve specific 
support for 
students to 
enable them to 
report 

The IE Report pointed out that 
students need to have stronger 
relationships with IoO staff to be 
able to report delicate issues. 
More women students report not 
feeling able to seek help if 
subjected to bullying or 
harassment (35%, compared to 
16% of men).  

Current workload of Graduate 
Tutors is so heavy that they are 
not easily able to meet students 
regularly enough. 

Number of graduate tutors from expanded 
from 3 to 6. 

Set up system of regular informal meetings 
between tutors and students alongside the 
new UCL-wide Thesis Committees (on which 
the tutor is a member), to build up a 
longterm supportive relationship and fill 
gaps between more formal Thesis 
Committee meetings.  

Jan’22 

 

Sept’22 

DD EDI 

DD Education 

Graduate 
Tutors 

Rate students report feeling able to 
seek help if subjected to bullying or 
harassment increases:  

2019: 65%W:84%M, baseline 

2023: 80%W:85%M 

2025: 90%W:90%M 
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5.6.3D 

 

4th of 7 

H
ig

h
 

Continued line 
manager access 
to HRBP 

The IE Report found several 
aspects of management by Group 
Leaders were suboptimal. Also, 
there has been a marked increase 
in complaints about women 
Group Leaders since 2018.  After 
sessions in 2020 covering 7 HR 
topics, there are still further 
aspects of good management by 
Group Leaders to address, 
especially for new appointees. 

Faculty’s HR Business Partner hold open-
house “Line Managers’ Surgeries” every 
three months. Although started from IoO 
initiative, these will be opened out virtually 
to other departments in the Faculty. 
Attendance by >20 line mangers, of whom 
over 50% are Group Leaders.  

Feedback taken from each session creates 
topic ideas for future events. Ideas for future 
topics – at least one per session. 

Mar’ 21 

 

HRBP 

IM 

Feedback positive in >75% 

 

Further: 

Reducing disparities  - see above 
(p.174) 

 

5.6.3E 

 

5th of 7 

H
ig

h
 

Create bystander 
training beyond 
"Where Do you 
Draw the Line" 
(UCL’s 
harassment 
prevention 
training) 

IoO was the first department to 
reach close to 100% coverage for 
harassment prevention training 
(2017). Now that 3+ years have 
elapsed, we will develop and 
deliver a follow up.  

Bystander Workshop event programmed in 
detail, following consultation with EDI, 
Sophie Bimson (UCL’s Crime Prevention and 
Personal Safety Advisor) 

Deliver 1st workshop. >15 staff and students 
attend 

Revise and repeat, open for all, encouraged 
through the Culture Charter. Series recruits 
>75% of signatories of Culture Charter 

 

 

Sept’21 

 

 

Dec ‘21 

 

 

Mar ‘22 

DD EDI 

Dignity 
Advisor 

New question to survey 
empowerment of staff to directly 
challenge negative behaviours if 
aware: 
2019:  baseline 
2022: +30%  
2024: +20% – no gender difference 

Reducing disparities  - see above 
(p.174) 
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5.6.3F 

 

6th of 7 

H
ig

h
 

Culture Charter 
for Group 
Leaders as a 
vehicle for 
change 

The IE Report identified pockets 
of the IoO that foster a strong 
culture of control.  

The IoO Culture Charter (Fig 5.5.6) 
can be developed as a means to 
reducing so-called “pluralistic 
ignorance” by clarifying to the 
considerate majority that they are 
indeed the majority, and similarly 
to indicate to the minority whose 
behaviour upsets others that they 
are not in the majority. 

Staff/students aware of Culture Charter in 
induction booklet/Welcome events.  

Re-boot campaign using different channels 
to encourage all, in particular line managers, 
to sign up to the Culture Charter                                                                                                                                                                                                                  

Publish Culture Charter sign-ups on staff 
intranet 

Make overt links between specific activities 
and adherence to the Culture Charter, for 
example: bystander training (Action 5.6.2G); 
work-life balance (Action 5.6.2I) 

Mar’21 

 

 

June 21 

 

Sept’21 

 

Dec’21 

 

IoO-FullStop Signatories to the Culture Charter 
increase from  

2020: 14% baseline  to 
2021: 25% 
2022: 35% 
2023: 50% 
2024: 75% 
with Group Leaders reaching at 
least these average rates. 
Further: 
Reducing disparities  - see above 
(p.174) 

5.6.3G 

 

7th of 7 

H
ig

h
 

Expand likelihood 
of informal 
dispute 
resolution 

Of 15 staff/students reporting 
informal efforts to resolve 
bullying or harassment, 
unsatisfactory experiences were 
experienced by 1/11 women & 
4/4 men (2019 survey). 

IE Report recommended practical 
support to address conflict. 

UCL Inst. Health Informatics Dept. 
developed a “Bully Buster” 
system reported to be effective. 

A basic knowledge about dispute 
resolution is available through 
UCL’s mediation partner, who 
offer free introductory sessions.  

Organised formal connection between our 
IM/HRBP and IHI Bully Busters 

Training for IoO Dignity Advisor 

Bully Buster started or Dignity Advisor taken 
on practices; signposted on intranet 

Contact UCL’s workplace mediation team 
(CiC) through HRBP 

Mediation Awareness session at IoO from 
2-4 key staff, nominated by Institute 
Manager and Director, trained to understand 
workplace mediation at a basic level 

Apr’21 

 
Sept’21 

 
Nov’21 

 
Feb’22 

 
 
 
 

Sept’22 

IM, HRBP, 
Dignity 
Advisor 

 

 

IoO staff survey show awareness of 
the IoO Bully Busters 

2021 – baseline 
2023 – 20% improvement 
2025 – 40% improvement 

Further: 

Reducing disparities  - see above 
(p174.) 
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5.6.4 
H

ig
h

 
Ensure all staff 
and students 
access full quota 
of annual leave 
to achieve 
greater work-life 
balance 

 

A gendered presenteeism culture 
among A&R staff was revealed in 
our 2019 survey. Men more 
commonly do not take the full 
quota of annual leave: 
46%W:64%M.   

Comments in survey include 
pressure to avoid annual leave 
from line manager (2W:0M).  

Other comments (3W:0M) reveal 
that students do not know their 
annual leave entitlement. 
(Doctoral School recommends 27 
days, as staff). 

(Note UCL leave years run from 1 
Oct to 30 Sept) 

Annual leave entitlement explained in 
Induction Booklets, esp. for students 

Created system for students to record 
annual leave 

Encourage all staff to use new MyHR system 
(started Feb 2020) to enter annual leave 
information 

Remind students and staff at all grades of 
the Vitae Concordat’s principle of good 
work-life balance.  

Designate one staff member in each 
research group to monitor annual leave and 
MyHR entries and report to HR. 

Anonymised data analysed with feedback to 
groups. 

 

Apr’21 

May’21 

 

Sept’21 

 

 

 

Oct’21  

Apr’22 

HR 

DD Education 

A&R, PS&T 
and Student 
sub-teams 

 
 
 

IoO FullStop 
 
 
 
 

+ HR                   

Reporting system set up in 2022 
will lead to HR receiving data at the 
mid-point and end of each leave 
year from:  

2022/3: 50% A&R staff; 90% 
2023/4: 70% A&R staff 
2024/5: 80% A&R staff 

Gender disparities eliminated.  

5.6.5 

Lo
w

 

Improve 
understanding of 
the importance 
of EDI 
achievements for 
being awarded 
external funding  

Women report experiencing 
bullying and harassment more 
than men (11%W:7%M).  

Funding by major charities 
(Wellcome Trust, BHF etc.) is 
contingent on anti-bullying & 
harassment culture.  

Explaining this link to staff and 
students will motivate them to 
engage with Culture Change.  

Prepared list of current requirements that 
funding bodies have for culture of both the 
host institution and grant applicants.  

Brief all staff and students.  

Annually update list.  

Apr’22 

 

Sept’22 

Apr’23 
etc. 

Finance & 
Research 
Manager 

 

IoO FullStop 

 

Increased in rate at which IoO 
members report understanding 
requirements for EDI achievements 
in funding  

2021: New IoO Survey question for 
baseline 

2023: improved awareness (close 
half of the gap to maximum) 
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5.6.6 

  

H
ig

h
 

Address race 
discrimination at 
IoO as a specific 
issue, with 
surveys, and 
training beyond 
“Unconscious 
Bias” 

IoO Survey 2019 showed that 19% 
of BAME men report being 
subjected  to bullying or 
harassment, which is much more 
than other groups (BAME women: 
12%; White women: 8%; White 
men 3%).  

To date the survey has not 
explicitly asked about 
discrimination. 

Unconscious Bias training, 
mandated for all staff, might have 
no sustained impact.7 We will 
fund alternative training from 
outside UCL. 

New survey question specifically about 
experience of discrimination, as defined in 
UCL policies  

This question will also be in exit 
questionnaire (Action 4.2.2). 

Training by Dr Dom Jackson-Cole (SOAS)  
drawing on sociological perspectives (incl. 
Critical Race Theory, Critical Whiteness 
Studies) will be funded for all staff/students 
who wish to attend. 

 

 

 

Jun ‘21 
etc. 

 

 

 

Oct’21 

 

 

Data sub-
team 

+ HR 

 

 

IoO Race 
Action Group 

 

 

The excess in BAME men being 
subject to bullying/harassment 
compared to other groups will 
decrease. 

In 2019, bullying/harassment 
reported by BAME men was 230% 
that of other groups (19/8=230%).  

This ratio will decrease, though it is 
expected that this structural issue 
will persist beyond 5 years: 

2019 – 230% (baseline) 
2021 – 200% 
2023 – 175% 
2025 – 150% 

5.6.7 

M
e

d
iu

m
 

Equitable 
allocation of 
committee 
memberships 

Committee memberships have 
been highly imbalanced. Though 
there was some progress with 
more equitable assignment of 
memberships of new committees 
in 2019/20 to plan for Oriel, lack 
of gender parity continues 
(58%W:42%M), and hinders 
women academics from taking on 
other roles that provide greater 
kudos among other personal 
benefits. 

All committee roles assigned weights to 
create a virtual register of committee 
involvement for all staff, based on hours 
work involved 

Pilot process (20% committees)  

Apply to 100% committees and add to their 
Terms of Reference 

Identify occupants of roles beyond term, and 
allocation of departmental committee roles 
equitably (weighted) at appraisals 

 

 
 
 

May'21 
 

Oct’21 
 

Apr’22 
 
June 22 
 

annual 
 

Workload 
Analysis 
Group 

 

 

 

 

Director and 
senior 

appraisers  

Gender disparity in committee 
memberships (2020 = 63% excess 
by women) in 2024: gender 
disparity less than ±10%. 

Proportion of roles occupied 
beyond term decreased by 75%. 

                                                                    
7 “Diversity Management That Works”, Chartered Institute of Personnel and Development report 2019.  
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5.6.8 
H

ig
h

 
Rebalance 
workload (and 
publish 
internally), with 
Role Rotation at 
strengthened 
appraisals 

The first complete dataset of IoO 
academics shows considerable 
imbalances between genders in 3 
of the main categories: men 
devote 25% more time to 
research, women 300% more to 
teaching and citizenship. 

Workload results regularly published 
internally, with names. 

 

Annual adjustments through explicit 
“Role Rotation Segment” at appraisals  

Yearly job planning at appraisal 

Mar’21 

 

 

June 21 

June 23 

Workload 
Analysis 
Group 

Director and 
senior 

appraisers 

2024: Gender imbalances in 
categories of work proportionately 
decrease by 50%.  

5.6.9 

M
e

d
iu

m
 

Restricting the 
timing of group 
meetings to core 
hours 

Equal access to science careers 
for actual or potential carers 
requires all business functions to 
fit in core hours.  

While IoO core business is now in 
core hours, some research group 
meetings are not. 

ECT obtains information on group meetings 
for >95% of A&R staff, and 100% for PS&T 
staff meetings  

Discuss adjusting timings to core hours with 
each Group Leader.  

 

Jan’22 

 

Apr’23 

ASPM 

 

 

DD EDI 

Group meetings and PS&T core 
business meetings occuring outside 
core hours decrease compared to 
2022 baseline: 

2023: decrease 50% 
2024: decrease further 25% 

5.6.10 

Lo
w

 

Expand the 
number and 
variety of role 
models to appeal 
to a wider 
audience  

As yet we have spotlighted two 
department members who 
promote EDI on the “Our Role 
Models” webpage. Role models 
will be more effective if they are 
perceived to be “like me”.8 

Build webpage for “EDI Spotlight”. 

Collect nominations. 

Publish 1 role model quarterly in newsletter 
and add to webpage, building to total of 4 
annually 

 

Apr’21 

 

June 21 

Comms 
Manager and    

ASPM 

 

 

New IoO Survey question will ask 
about attitudes to EDI values and 
whether department embodies 
these. 

Mid-2021: determine baseline 

Mid-2023: improvement 

Mid-2025: more improvement 

                                                                    
8 People Like Me: Providing Relatable and Realistic Role Models for Underrepresented Minorities in STEM to Increase their Motivation and Likelihood of Success, Aish et al. (2018) 
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7. COVID Response 

7.1 

Lo
w

 

Address 

gendered use of 

furlough leave: 

(i) prepare 

dedicated survey, 

(ii) gather and 

analyse results 

(ii) engage 

stakeholders 

Furlough criteria included: work 
cannot be done remotely or 
caring responsibilities. Among 
short-term funded staff, furlough 
was gendered (20%W:8%M), 
suggesting caring may have been 
a major factor.  

Further investigation is needed to 
assess if furlough’s overall effect 
has been bad (cessation of all 
work) or good (extending grants). 
The newer part-time furlough 
option may also favour carers. 

Survey Group Leaders, (part-time) 
furloughed staff, non-furloughed staff to 
determine 
• views pre-furlough 
• criteria used for furlough 
• effects on work and longer term career 
If necessary survey responses cannot be 
raised  focus group. 

Preliminary report on furlough’s effects with 
possible actions. 

Staff event to discuss report. Attended by 
20+ staff (gender balanced at least 
75%:25%). 

Final report for IOX 

 

 

Jan’21 

 

 

 

 

Mar’21 

 

Apr’21 

 

July 21 

A&R and 
PS&T sub-

teams 

Responses from:  

>95% Group Leaders 
>75% furloughed staff 
>50% non-furloughed staff 

Report ascribes sources of plausible 
detriment based on gender. 

 

 

7.2 

H
ig

h
 

Monitor 
wellbeing of staff 
and students to 
intervene as new 
trends/effects 
arise 

With uncertainty how we will 
return to work/study, and 
whether it will be as before, the 
wellbeing of staff and students 
continues to be impacted in new 
and unforeseen ways. 

Plot trends in wellbeing of:  Staff revealed in 
weekly UCL-wide 60 second “Your 
Wellbeing” survey running since July. 

Students: regular digital platform wellbeing 
assessment 

Monthly review at Deputy Directors meeting   

Share findings with Faculty EDI leads  

 

Dec’20
 

 

Carer’s sub-
team 

 

Trends at either departmental or 
Faculty level determine actions and 
communications:  

• from management to 
staff/students 

• from Graduate Tutors supporting 
PhD students 

• from Course Organisers/Pastoral 
tutors to PGT students 

  

 

 


