
	

Page 1 of 4	

Strategic plan for Equality, Diversity and Inclusion 2019-2022  
UCL Mathematical and Physical Sciences Faculty (MAPS) 

 
Autor: Alexandra Olaya-Castro, MAPS Vice-Dean (EDI)  

Updated version: 7th November 2019 
 
This strategic plan has been discussed and agreed upon with the MAPS Dean, the primary EDI 
representatives from each department and institutes within the faculty, and representatives of 
faculty management team. This document shall be understood as a live document that will be 
updated and adapted as change in our equality, diversity and inclusion policies and practices occur.  
 
 
1. Introduction 
 
It should be clear for all of us that promoting best practices in equality, diversity and inclusion (EDI) 
in UCL and the MAPS faculty is as much a case of achieving excellence as it is about social justice. 
Enough evidence is available to show that diverse and inclusive organisations and teams benefit in 
terms of enhancing resilience, creativity and the quality of the work activities developed.   
 
UCL is in a global competition for talent at all levels. In order to find such talent, our search need to 
be expanded well beyond the small dominating population groups. In order to retain the talent 
found, our academic and work environment and practices shall embed equity and inclusion all 
throughout so that individuals thrive and develop a sense of belonging.  
 
The creation of a Vice-Deanship (EDI) within MAPS is an important action that aligns with the above 
understanding. It speaks on the Faculty’s commitment to keep transforming our academic 
environments into ones that raise further the challenge to be excellent, adaptable, inclusive, fairer 
and supportive of the broad range of individuals that make the Faculty a success. It also shows that 
the leadership of the Faculty is becoming more knowledgeable of the barriers that prevent us from 
achieving this goal and is committed to taking effective actions to tackle such barriers. In this 
context, the Vice-Dean (EDI)’s role will be facilitating the conversations and actions that will help to 
achieve this aim while raising the profile and strategic importance of the MAPS EDI agenda.  
 
2. Background 
Two of the biggest challenges for EDI in the worldwide context of mathematical and physical 
sciences are effective inclusion of minorities and transformation of obsolete and detrimental power 
dynamics and imbalances. These two issues go hand in hand.  Several of the structures of power 
and relationships in academia inhibit effective inclusion of under-represented groups while at the 
same time they nurture different forms of hostility. It is not enough to have more women and other 
minorities in our departments if they are to be seen as ‘the lucky ones that got in’ rather than valued 
members of their communities, with access to a levelled play field.  
 
UCL has recently launched the “Report and Support” tool and a “Full Stop” campaign to address and 
prevent bullying and harassment as well as sexual misconduct within the UCL community. The MAPS 
faculty has been and will be strongly engaged with this campaign. The preliminary results obtained 
during the pilot done in the Faculty indicate we do encounter inappropriate behaviours and misuse 
of power. The MAPS faculty EDI actions will aim to lead and encourage structured, constructive 
conversations about these issues in our departments and institutes.  
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The Faculty has a Black and Minority Ethnic (BME) undergraduate attainment gap larger than the 
UCL average. The report in 2018 indicates that, on average, UK-domiciled White students achieve 
final degree percentage marks 1.73% higher than their UK-domiciled BME peers in Engineering 
Sciences. This gap has fluctuated over the past seven years from as much as 4.4 and as little as 0.2. 
Black students in MAPS consistently perform below the other main ethnic groups.  
 
The most recent UCL race equality data on staff attainment, corresponding to the period 2015-2018 
shows a variety of behaviours within the MAPS faculty. Some departments, such as Mathematics, 
Physics and Statistical sciences, have achieved an increase in the percentage of people from 
minority ethnic groups in grades 7 to 10. However, other departments and institutes such as Earth 
Sciences, LCN, and Chemistry need to address the lack of minority ethnic representation of 
professional and academic staff in higher grades. Sharing best practices between departments and 
institutes will help improve the Faculty as a cohort.  
 
Sustainable coexistence of work or study with parent or caring responsibilities is key to guarantee 
wellbeing and to develop healthy and more efficient academic environments. UCL has identified a 
college-wide need to improve the consistency of experience by staff and students around maternity, 
paternity, childcare and caring responsibilities. The MAPS faculty EDI agenda needs to align with 
this.  
 
Athena Swan and Juno guidelines have been a motivation to put in place practices and procedures 
that align with the understanding of EDI practices as drivers of excellence. But these external 
schemes should be understood as a means to an end, rather than the end themselves. We should 
aim higher, identifying our own goals and actions beyond the ones set by these schemes.   
 
Overall, what we are aiming for is a systemic and cultural change that allow us to be excellent, 
resilient, balanced, and able to tackle change successfully.   
 
 
3. EDI strategic goals for MAPS 
 
Through our EDI strategic plan, we aim to ensure a culture of inclusivity, collaboration and mutual 
respect that results in excellence underpin by sustainability and resilience. Within this view, we aim 
for every member of the faculty to develop a sense of belonging and feel encouraged to be the best 
version of themselves.  
 
The proposed goals for the period 2019-2022 are presented below and they align with the 
forthcoming UCL EDI strategy.  
 

• Goal 1: Realise structured conversations around the issues of respect, support, and outdated 
power dynamics in academia 

• Goal 2: Improve the diversity and college experience of our student body 
• Goal 3: Improve the diversity, promotion and work experience of our staff body.  
• Goal 4: Promote a healthy and balanced work environment  
• Goal 5: Strengthen the links, impact and visibility of the EDI activities across the faculty 

departments and institutes and promote the sharing of best practice.   
• Goal 6: Discuss and gather evidence on the correlations between equality, diversity and 

inclusion best practices and excellence in Higher Education  
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• Goal 7: Assess progress and adjust goals and plans according to new information, research 
and learning experiences 

 
4. Faculty-level general actions for each goal and linked UCL initiatives  
 
Goal 1: Realise structured conversations around the issues of respect, support, and outdated 
power dynamics in academia 
 
• Realise a faculty-wide conversation around the subject of outdated power dynamics in 

academia. The targeted audience here being staff and postgraduate students 
• Realise a faculty-wide conversation around the issue of respect and support. The targeted 

audience here being undergraduate students.  
• Co-ordinate and support staff training on these issues and encourage students and staff to be 

active bystanders 
 
Relevant UCL Initiatives: Report and Support tool, Full stop campaign  
 
 
Goal 2: Improve the diversity and college experience of our student body 
 
• Assess whether PhD recruitment processes allow a balanced consideration of BME candidates. 

In particular, gather information on race related attainment of postgraduate research and 
taught degrees 

• Provide information on graduate scholarships opportunities for under-represented groups 
• Identify the barriers faced by our student body via the lenses of intersectionality, that is, by 

analysing multiple disadvantage.  
 
Relevant UCL Initiatives: Windsor Fellowships, Bell Burnell Graduate Scholarship Fund  
 
Goal 3: Improve the diversity, promotion and work experience of our staff body. 
 
• Encourage departments to use Fair Recruitment scheme in their staff recruitment processes. 

Encourage departments to share best practice in the search for a diverse pool of applicants.  
• Encourage departmental implementation of the Inclusive Advocacy Scheme. 
• Identify the barriers faced by our staff via the lenses of intersectionality  
 
Relevant UCL Initiatives: Race Equality tool, Fair Recruitment scheme, Inclusive advocacy scheme 
 
Goal 4: Promote a healthy and balanced work environment  
 
• Update the structure and promote the MAPS caring fund to support caring responsibilities.  
• Inform about other alternatives of caring support through research councils grants 
• Encourage departments to carry out conversations and actions on the balance between the 

increasing work demands and mental health of staff 
 
Relevant UCL Initiatives: Time to change, Five ways to wellbeing 
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Goal 5: Strengthen the links, impact and visibility of the EDI activities across the faculty 
departments and institutes and promote the sharing of best practice. 
 

• Add an EDI detailed section to the Faculty website detailing the goals as a faculty and what 
they mean. The website will also provide clear information on EDI in practice as well as UCL 
EDI events and initiatives.  

• Encourage and support cross departmental EDI events and activities 
• Encourage MAPS staff to join EDI staff networks and promote the UCL EDI events involving 

these networks 
 
Relevant UCL Initiatives: UCL EDI events  
 
 
Goal 6: Discuss and gather evidence on the correlations between equality, diversity and inclusion 
best practice and excellence in Higher Education 

• Carry out a faculty-wide conversation on our understanding of excellence and the evidence 
of positive correlations between equality, diversity and inclusion practices and achieving 
excellence.  

 
 
Goal 7: Assess progress and adjust goals and plans according to new information, research and 
learning experiences 
 

• Encourage each department to carry out self-assessment beyond Athena Swan or Juno 
guidelines 
Are they tackling the most strategically relevant issues?  
Are they using all the information available to inform our actions? 
Do they have the necessary resources to guarantee best practice? 


