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GLOSSARY 
Abbreviation  Meaning 

AS Athena SWAN 

MB BS Bachelor of Medicine and Bachelor of Surgery 

BAME Black, Asian and Minority Ethnic 

CMHS Clinical Mental Health Sciences MSc programme 

Division Division of Psychiatry 

ECR  Early Career Researcher (i.e. postdoctoral researcher) 

EDI Equality, Diversity and Inclusion 

Faculty Faculty of Brain Sciences 

FT Full-time 

FTE Full-time equivalent 

HEFCE Higher Education Funding Council for England 

HESA Higher Education Statistics Authority 

HR Human Resources 

HRBP HR Business Partner (central UCL team, one per faculty) 

M Men  

MHSR Mental Health Sciences Research MSc programme 

MSc Master of Science 

n Number 

ONS Office for National Statistics 

PGT Postgraduate Taught (i.e. MSc) 

PGR Postgraduate Research (i.e. PhD) 

PhD Doctor of Philosophy 

PS Professional Services 

PSS Professional Services Staff 

PT Part-time 

SAT Self-assessment team 

TM Trial Manager 

RA Research Assistant 

UCL University College London 

W Women 
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

An accompanying letter of endorsement from the head of department should be 
included. If the head of department is soon to be succeeded, or has recently taken 
up the post, applicants should include an additional short statement from the 
incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 
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o 35% increase among women and 54% among men for Early 
Career Res
opportunities, closing the 2018 gender gap 

o 39% increase among women and 40% among men discussing 
flexible working during appraisals 

Increased proportion of men students: men MSc students increased by 
8%, PhD students by 7% 

 

Despite this progress there remain significant challenges concerning 
intersectionality, bullying and harassment and appraisals and promotions. 
Intersectional analyses have revealed inequalities relating to gender and race. 
BAME women are less likely to be appointed to academic posts (17%) compared 
with white women (21%) and men (24%), and BAME men (21%). Among PGT 
students, distinctions were awarded to 45% of BAME women, 73% of white 
women, 57% of BAME men and 67% of white men.  Women also continue to 
experience higher levels of bullying and harassment than men (13%W:0%M). 
There is still evidence of gender differences in satisfaction with appraisals 
(64%W:83%M) and promotions (50%W:96%M). Our Action Plan addresses these 
key challenges. 

 

At the heart of our comprehensive Action Plan is a desire to maintain and 
increase the active involvement of staff and students in efforts to improve our 
culture and support gender equity.  Since our last Athena Swan submission, we 
have consolidated the structures that allow all staff and students to meet their 
peers and organise actions to improve their working environment. Athena 
SWAN and EDI are now standing items on newsletters and committees across 
the Division. We have nurtured a strong culture of empowering staff and 
students to initiate positive changes, with supporting structures that create a 
vibrant and inclusive work environment.  

 

I can confirm that the information presented in the application (including 
qualitative and quantitative data) is an honest, accurate and true representation 
of the Division.   

 

 

 

Total word count: 554 
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The Division is located in Maple House (Figure 2.2), close to Euston Station. 

 

 

Figure 2.2. Maple House; location of the Division of Psychiatry. 
 

The Division is close to the main UCL campus (Figure 2.3) and next to University 
College London Hospital (UCLH). The Division has close collaborative 
partnerships with local NHS Mental Health Trusts, in particular Camden and 
Islington NHS trust. 
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Figure 2.3. Location of the Division of Psychiatry (Maple House) in relation to the main 
UCL campus. 
 

The Division runs three PGT courses (Table 2.1). Content overlaps and students 
are generally considered one cohort, although there are course-specific 
modules. As well as MSc (180 credits), options exist for shorter postgraduate 
certificates (60 credits) or diplomas (120 credits). 









 

 

  

 

                Figure  2.4. Organigram of the Division structure and its committees, with name and gender of committee chair/s .
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3. THE SELF-ASSESSMENT PROCESS 
Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 

 

Restructuring EDI governance 
The SAT was established in 2012 and attained a silver award in 2013. We applied 
for a silver renewal in 2016 but were unsuccessful and allocated a one-year 
extension. In 2018, we re-applied for silver and were awarded bronze. The main 
reason for losing our silver award was lack of evidence of impact, which we have 
since worked to address. 

In September 2020, we re-structured our approach to EDI to include advocacy 
for a broader range of protected characteristics, in line with the Faculty 
approach (Figure 3.1).  

This restructuring led to three newly created leadership positions:  

EDI committee Chair 
REED group Chair 
Disability group Chair 

A new SAT chair was also appointed in September 2020. 
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connectedness and fair and equitable 
policies 

Intersectionality Reducing discrepancies in recruitment, 
PGT awards, pipelines according to 
gender and ethnicity 

MSc students Improving gender distribution of PGT 
courses; reducing discrepancies in 
recruitment and awards 

Non-clinical ECRs Encouraging cohesion and improving 
career development opportunities 
through networking and social capital 
among these groups 

Non-clinical PhD students 

Clinical PhD students and ECRs 

Research Assistants 

Trial Managers 

Professional Services 

 

 
 

(ii) an account of the self-assessment process 

 

Functioning of the SAT  
The SAT meets once a month during core UCL hours (10am-4pm). Day and time 
alternates so that staff who work part-time or flexibly, with caring 
responsibilities, can regularly attend. During meetings, smaller working groups 
(sub-teams) report on their activity and receive feedback. Progress is monitored 
against the Action Plan. In March 2020, all meetings moved online. 

 

Consultation 
The SAT consults with the Division through annual staff and student surveys. 
Focus groups are also held, to identify problem areas and co-design Action 
Plans. To develop the 2022-27 Action Plan, the SAT held focus groups with: 

Research Assistants 
Trial Managers 
Professional Services 
Non-clinical ECRs 
PhD students 
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Athena SWAN is a standing item on all key decision-making committees. To keep 
staff and students informed about ongoing work, SAT members provide updates 
at Divisional meetings. The SAT chair regularly presents updates on data 
analysis, Action Plans and progress to the Executive Committee, EDI team and 
Advisory Group and receives feedback. The Division includes an EDI update as a 
standing item in the termly newsletter.  

During the self-assessment process, the SAT consulted with critical friends 
including the UCL Institute of Ophthalmology and the central UCL EDI and AS 
teams. This application was reviewed by two UCL AS internal Mock Panels.  

 

Collection of data  
Self-assessment is an ongoing process based on a data -> analysis -> action 
cycle.  

We collect data via: 

 

Quantitative methods 

UCL EDI databases 
Staff and PhD student surveys  

Qualitative methods 

Focus groups 
Event feedback 
Free text options in surveys 

 
 
Staff and PhD student surveys 

Surveys enable us to monitor the impact of actions and identify priority areas for 
future actions. Each survey questionnaire is reviewed and updated by our EDI 
groups. In response to feedback from staff and students, we recently changed 
our question on gender so that response options were non-binary and added a 
detailed question on ethnicity.  

Since 2017/18, the response rate for the staff survey has decreased and there is 
a gender difference (69%W:60%M in 2020/21; Figure 3.2), leading to Action 3.3. 
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Succession planning 

 
A new chair and co-chair will be appointed every 4 years, with 1W:1M gender 
balance. SAT membership will be refreshed when members leave or reach the 
end of their terms, aiming to maintain representation of men >=30%.  

 

Total word count: 911 
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4. A PICTURE OF THE DEPARTMENT 
Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

4.1. Student data  
If courses in the categories below do not exist, please enter n/a.  

(i) Numbers of men and women on access or foundation courses N/A 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, 
and acceptance rates, and degree attainment by gender. N/A 
 

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance 
rates and degree completion rates by gender. 

 

Enrolment 
PGT courses combined 

Overall, PGT students are mostly women (Figure 4.1.1). This reflects the fact that 
~80% of students on the largest MSc are psychology graduates, and UK 
psychology undergraduates are 81%W:19%M.  

In 2018/19, the proportion of men decreased from 19% (n=23) to 13% (n=16), 
below benchmark (19%M).  
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Offers 
PGT courses combined 

The gender distribution of offers was in line with applications until 2019/20 and 
2020/21, when more offers were made to men as positive action (Impact Box 3). 
In 2020/21, the distribution of offers was 80%W:20%M, in line with benchmark 
(19%M).  

 

PGT courses separately 

On CMHS/Dementia, the distribution of offers in 2020/21 was 83%W:17%M. On 
MHSR, the distribution of offers was 55%W:45%M, higher than benchmark 
(34%M). As this course recruits clinicians, there is a larger pool of men to recruit 
from. We will monitor this trend.  

 

Recruitment: Intersectional analyses 

BAME students are less likely to receive offers than white students, with BAME 
women least likely to be offered a place (Figure 4.1.4). On average, between 
2016 and 2021, 46% of BAME women applicants were offered a place, 
compared with 62% of white women, 59% of BAME men and 71% of white men. 
This led to Action 4.1.5. 
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(iii) Support given to academic staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral 
researchers, to assist in their career progression.  

 

 

Postdoctoral researchers (ECRs) 
ECR Network  

In 2018 we set up the ECR Network, responding to feedback that postdoctoral 
researchers wanted more career development opportunities. The network has 
53 members (43W:10M) and is jointly led by two women postdoctoral Fellows. 
It is aimed at non-clinical postdoctoral researchers (Grades 7-8 and Grade 9 if 
not tenured).  

 

Key activities during monthly meetings include: 

Identifying and publicising training opportunities relevant to ECRs e.g. 
presentations from UCL Organisational Development 

Demystifying the promotions process: For example, promotions workshops 
including tips for successful applications 

Supporting and developing fellowship applications: Tips for success from 
successful fellows; opportunities to present ideas and receive feedback; 
presentations from the Faculty Strategic Facilitator 

Publicising and explaining the mentorship scheme to encourage uptake 

share their career journeys and tips for success 

Improving well-being and work-life balance: For example, interactive 
workshop from the UCL workplace well-being co-ordinator 

Identifying and sharing general career development opportunities and 
resource 

 

The ECR network has been instrumental in improving career development 
opportunities for postdoctoral researchers, leading to Impact Box 12. 
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Feedback included the below quotes: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

External Fellowship awards  

The SAT held a focus group with ECRs, to identify other career development 
needs. External fellowships were a key discussion point. External fellowships buy 

independence. Many external fellowships lead to proleptic permanent 
appointments from Faculty, making them a key target for mending leaky 
pipelines. 

 

The Division has 15 externally funded postdoctoral Fellows (Figure 5.3.5). Of 
these, five are non-clinical (100%W) and 10 are clinical (50%W:50%M). Given 

The 

postdocs for postdocs. The well-being workshops really helped me 
cope during the pandemic  

 
Woman, non-clinical postdoc, Grade 7 

 
 

I was inspired to apply for promotion after the promotions 
workshop at the ECR network, and I got it! The tips for success and 

career stories are also really inspiring and reassuring.   
 

Woman, non-clinical postdoc, Grade 8 
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(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them 
to make informed decisions about their career (including the transition to a 
sustainable academic career). 

 

PGT students 
We provide the following career development support to PGT students: 

Workshop: Doing a PhD: why and how? 

Workshop: So, you want to be a clinical psychologist? 

Meet the researcher session 

Next steps in mental health careers session: mental health nursing; social 
work; counselling psychology; graduate medicine 

Dedic
from MSc careers workshops and wider resources are posted here  

Mentoring scheme: each student is paired with a mentor who provides 
personalised career development advice 

 

PhD students 
We provide the following career development support to PhD students: 

PhD student representatives ( W) organise monthly meetings, disseminate 
information and resources and represent students at Divisional and Faculty 
level 

Cohort lead: A postdoc ( M) meets quarterly with first year PhD students to 
help them form a cohort group and bring added benefit through peer-to-
peer learning, training and skills development 

Open access to all MSc talks, modules and resources 

Students are invited to departmental and network meetings where they can 
present work and receive feedback 

Mock vivas 

 

Data on career development among PhD students was available from the 
2018/19 and 2019/20 student surveys (Tables 5.3.5 and 5.3.6). Satisfaction with 
support from supervisors and training opportunities was high. However, PhD 
students need more information and support regarding career options after 
their PhD, including postdoctoral careers. They also need wider access to career 
related opportunities outside their PhD. 
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(xiv) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff 
type. Identify the most influential committees. Explain how potential committee 
members are identified and comment on any consideration given to gender 
equality in the selection of representatives and what the department is doing 
to address any gender imbalances. Comment on how t

 

 

Recruitment 
The composition of Divisional committees is shown in Table 5.6.5. 

The most influential committee is the Executive Committee. Members of this 
committee are selected based on leadership roles (E.G. head of department, 
Biomedical Research Centre lead, postgraduate tutors, director of education) 

Leadership roles are advertised through open recruitment with a time limit, 
however, some of these posts have been long running and were not 
recruited openly 

The advisory group consists of all staff members at grade eight or above. All 
eligible staff are invited and attendance is voluntary 

Members of all other committees are selected through open recruitment, 
via email advertisements 

 

Memberships 

On the Executive Committee, men are over-represented relative to the 
gender distribution of senior staff; Action 2.1 and 5.6.10 

On the postgraduate research committee, women are over-represented. 
This is because all PhD students on this committee are women; Action 5.6.10 

On the REED committee, women are over-represented relative to the 
distribution of the Division; Action 5.6.10 

Some staff members are overburdened with committee work, sitting on 
more than three committees; Action 5.6.10 
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Figure 5.6.14. Snapshot of EDI role models webpage on the external Divisional 
website. 
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engaged in helping me resolve challenges along the way. The Division covered 
all my teaching and administrative duties during my maternity leave, and for 
several months afterwards to help me adjust back in. 

Having children can be very challenging for an academic career. The Division is 
very considerate of carer needs, and that has enabled me to maintain my steep 
upwards career trajectory. In fact, I was promoted to Professor one year after 
having a child. There are many parents in the Division offering advice and 
support for other parents. This has created an atmosphere that supports 
maximum flexibility to accommodate carer needs, for example flexible working 
hours or friendly colleagues to help when a child gets sick.  

My career progress would not have been possible without support from senior 
management and my Divisional mentor. My mentor not only provided me 
crucial career advice and encouraged me to apply for promotion but also helped 
me address challenges I experienced along the way, such as bullying by senior 
academics from another university. I would never have considered applying for 
promotion at this stage if my mentor had not encouraged me to do so. My Head 
of Department and Head of Division were highly supportive of my promotion 
application and provided crucial advice, e.g. how to write the application, that 
led to successful outcome. Annual appraisal meetings with my line manager 
provided invaluable guidance and helped me understand the support provided 
by the Division.

My priority is to create an environment where people enjoy working. I am a 

EDI Role Models webpage. I have also been a host for In2science; a scheme to 
encourage young people from disadvantaged backgrounds to pursue careers in 

an organisation that encourages women around the world to learn computer 
coding.  
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Case 2: Christian Dalton-Locke 
 

As a staff member and final year PhD student, I have a 
unique insight into working in the Division. I research the 
effectiveness of mental health rehabilitation services, 
and actively contribute my perspective to the Athena 
SWAN self-assessment team, where I am part of the 
non-clinical ECR and MSc sub-teams. 

I started working at the Division as a maternity cover 
Research Assistant in 2016. It was my first job at a 
university and I was given time and support by the 
research team and the Division to settle into my role, 
receive the training I needed, and gain confidence. As 
my initial contract was coming to an end, my supervisors 
supported me to continue my career development and I was encouraged by the 
Division to apply for a competitive PhD studentship. The Division gave me 
support in writing my application, including help with the development of my 
project idea, feedback on drafts of the application and interview practice and I 
successfully obtained the studentship.  

My studentship includes a one-year MSc in Mental Health Sciences Research 
(MHSR) at the Division, followed by a three-year PhD. My supervisor was very 
understanding and supportive of me working part-time in the Division whilst I 
studied, to support my mortgage payments. Likewise, the inclusive working 
culture empowered me with the flexibility to work part-time whilst I study  
during my MSc, my contracted hours were reduced to 0.2 Full Time Equivalent 
(FTE). The Divisional MSc helped me continue my professional and personal 
development, and was excellent preparation to continue through the career 
pipeline and undertake my PhD. 

When I finished my first role in the Division and completed my MSc, I started a 
new role as a Research Assistant. This position was advertised as 0.8 FTE, which I 
would not have been able to commit to. However, the Division was supportive 
of job sharing, so I was contracted to 0.4 FTE. I continued to work in this role 
until January 2022 when I achieved a new higher-grade post as Project Manager, 
which includes supervising two Research Assistants. Throughout my many roles 
as a staff member and my time as a PhD student, appraisals were pivotal for my 
development, through encouraging the uptake of career development 
opportunities. For example, at the Division I have the opportunity to work as a 
Teaching Assistant on the Divisional MSc, mark assignments, lead a study group, 
provide personal tutoring, and supervise MSc projects.  

Throughout my time at the Division, I have been supported to progress through 
my studies and employment to attain my career goals. I aspire to be able to 
support colleagues the way I have been supported. 

Total word count: 1025 
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7. FURTHER INFORMATION 
Recommended word count: Bronze: 500 words  |  Silver: 500 words 

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

 

Covid response 
Immediate response 
 

A member of PS set up an intranet webpage, which brought together all 
the UCL COVID guidance and the comms committee drafted 
FAQs https://www.ucl.ac.uk/psychiatry/intranet/guidance-working-
maple-house 
Students were supported with extensions if study recruitment was 
delayed, Students were also supported to work remotely from abroad or 
take interruptions of study, and we promoted the enhanced UCL 
hardship fund via email and Newsletter 
(https://www.grad.ucl.ac.uk/support-and-advice/response-plan-to-
coronavirus.html) 
From a financial perspective, the Division supported staff and PhD 
students with equipment such as second screens, keyboards, and desk 
chairs.  These were either borrowed from Maple House or purchased 
with home delivery arranged by PS 
The parenting buddies organised regular meetings for those with home 
schooling or other caring responsibilities, to provide support 
Regular emails from HoD providing COVID updates and reminding staff 
and students to take annual leave and regular breaks 
Added questions to the 2019/20 and 2020/21 staff and student surveys, 
about whether staff have felt supported by the Division during the 
pandemic 
During lockdowns, we changed our strategy for social events to include: 

o Weekly online Pilates 
o Online film screenings 
o Zoom pub quizzes 
o Online language classes 
o Weekly emails from the social committee to check-in, ask how 

people are doing and enhance social connectedness 
o Online murder mystery event for the winter party hosted by an 

external events company 

 

Staff and student survey data 

In the 2019/20 staff survey, 85%W:92%M felt supported by the Division during 
the pandemic. By 2020/21, a gender difference had emerged: 75%W:86%M 
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Return to work  
We produced a return-to-work handbook, which contained guidance on 
working safely in Maple House and other relevant resources (wellbeing 
contacts for both staff and students), and links to information on issues 
such as hybrid working, home work station assessments and IT support.   
Regular emails to staff and students to provide updates on the return to 
work  
Created an MS Teams page so that staff and students could book desks 
online 

 

Furlough 

No staff were furloughed. 

Total word count:  463


