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RECRUITMENT 
1 
 

4.2.i 
 
5.1.i 
 
5.3.i 
 
 

PRIORITY 
 
Ensure 
recruitment 
process is 
optimal for 
both gender 
and ethnicity 
for academic, 
research & 
teaching staff 
and 
professional / 
support staff 

60% of all UK academic 
staff are female. 
Currently we have a 
higher %F. 
 
At Grade 2 and below 
applications for posts 
were 69%F (2017-18).  
Males are slightly less 
likely to be short-listed 
at Grades 1 (7%F:5%M) 
and 2 (25%F:19%M). 
This is more apparent 
at Grade 4 
(100%F:43%M). 
 
Ethnicity has an impact 
on appointment; white 
females and males are 
equally likely to be 
appointed (1 in 20) 
compared to black 
males (1 in 48) and 
black females (1 in 64).  
 
Completion of 
Unconscious Bias 
training is mandatory 
within the first six 

1a) Review advertisement 
policy for vacancies to 
ensure under-represented 
staff are targeted. Consult 
on how we might target 
under-represented groups 
through advertising. 
 
1b) Statement in job 
advertisement to be 
included informing 
applicants that costs 
associated with interview 
(travel and caring) will be 
reimbursed. 
 
1c) Review shortlisting 
process. 
 
1d) Ensure interview 
panels are gender and 
ethnicity balanced. 
 
1e) Ensure all staff repeat 
unconscious bias training 
(UBT) every three years 
and ensure that they feel 
confident to challenge any 
assumptions that they 

All staff with 
line 
management  
and recruitment 
responsibility 
 

1.i) Recruitment 
panels are monitored 
and data captured 
for gender and 
ethnicity balance. 
 
1.ii) ICH has a pool of 
Fair Recruitment 
Specialists and uses 
them when the panel 
is not balanced with 
regard to 
gender/ethnicity. 
 
1.iii) All costs 
associated with 
interview (travel and 
caring) are 
reimbursed. 
 
1.iv) Monitoring 
process is in place to 
ensure all staff 
repeat UBT every 
three years and 
review impact. 
 
1.v) Data is collected 
on progression from 

1-Jun-
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Manager 
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opportunity to 
succeed 

student profile (47% 
BAME, 2017). There is 
also a disparity when 
considering the % of 
BAME males relative to 
the total BAME group 
i.e. 20% (2018) relative 
to the % of white 
males of the total 
number of white PGR 
students i.e. 30% 
(2018).                
 
Female students are 
more likely to have 
caring responsibilities 
then their male peers 
and their attainment 
and retention may 
therefore be 
disproportionately 
affected by the COVID-
19 pandemic. The 
socio-economic 
situation of students 
may also play a role, 
with those in economic 
distress more likely to 
be impacted. 
 
 
  

involvement of senior 
males as role models. At 
the Christmas Lecture 
Series only 1/8M 
volunteers was a senior 
staff member.  
 
2e) Increase the number 
of male personal tutors for 
PGR students, currently 
there are 5F:1M. 
 
2f) Collaborate with non-
profit organisations, e.g. 
In2Science, to develop 
Institute-wide programme 
of student experience 
placements targeting male 
and BAME school 
students. 
 
2g) Monitor attainment 
balance. 
 
2h) Determine what effect 
COVID-19 has on student 
retention and attainment.  

2.iv) Develop 
Institution-wide 
student experience 
placement 
programme with a 
gender balance of 
students, focusing on 
students from under-
represented 
backgrounds. 
 
2.v) Attainment is 
balanced. 
 
2.vi) Understanding 
of the effect of 
COVID-19 on student 
retention and 
attainment.  

1-Jun-
21 

 
 
 
 
 
 
 
 
 

1-Sept-
23 

 
1-Apr-

21 
 

(Jane 
Simmonds) 
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CAREER DEVELOPMENT AND MENTORING 
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reported that they did 
not discuss additional 
increments or 
contribution points 
(AI/CP) at their 
appraisal in 2019. 
 
Part-time staff are less 
likely to apply for 
AI/CP. In 2018/19 20% 
of PSS staff were part-
time; 1 part-time 
female applied for 
AI/CP and 7 full-time 
staff (6F:1M).  
 
Four staff members 
(2M:2F) secured 
placements on our 
new work-shadowing 
initiative  in 2019 and 
reported positive 
experiences.  
 
Completion of exit 
surveys by PSS staff is 
incomplete.  
 

3e) Anonymised exit 
survey results to be 
reviewed to determine 
how best to increase staff 
satisfaction. 
 
3f) Gather feedback, +ve 
and –ve, from course 
attendees.  Line Managers 
to share information to 
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to other departments 
within UCL.    
 

5 5.3.v Increase 
success of grant 
applications of 
Lecturers/ 
Associate 
Professors
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Researchers have the 
lowest satisfaction of 
job security 
(20F%:6%M compared 
to 13%F:3%M in other 
roles at GOS-ICH; 2019 
survey). 
 
The BRC Catalyst 
Award pilot scheme 
has been very 
successful however 
there are fewer female 
applicants (59%F) than 
expected (approx. 
67%F); 17F:12M have 
applied to two calls 
and five (2F:3M) were 
awarded funding. All 
five have secured 
external funding.  
 

6c) Use of case studies of 
other ECR groups 
highlighting their success. 
 
6d) Organise 6-monthly 
seminars/workshops, in 
addition to the annual 
event organised by the 
ECR network to further 
highlight the range of 
career paths available to 
ECRs. 

6e) BEACON: Facilitate 
collaboration between 
various ECR groups at UCL 
that exist to strengthen 
career development 
efforts.    

of individuals, 
currently females 
only represent 59%. 

7 4.2.i PRIORITY 
 
Increase the 
proportion of 
clinical female 
academics at 
Grade 5   

Whilst the number of 
non-clinical professors 
is gender balanced 
there are still fewer 
female than male 
clinical professors: 32% 
in 2019, an increase 
from 27% in 2011. 

7a) Ensure that 100% of 
staff in these groups have 
both internal and external 
mentoring (e.g. from 

7 a )to 13%F:17 RG
6.3084-7(d)-4( extern)-2(al )] TJ
ET
Q
3188.29 177.5 109.8 12.12 re
f*
 EMC  /P <</MCID 172>> BDC q
312.89 79.8 120.36 63 r26 re
W* n
BT
/F2 9.4(f)4(f)4(p18.29 375. 0 05/F2 9.9 1 21d G
(to)qtio)-2(n)-toaths a 0 0 1 331.37 192.26 829 165.2
[( )] TJ
ET
QQ
 EMC  /P <</MCID 167
[( )] TJ
ET
QQ
 EMC  /P06 re
f*
 EMC q
8Tm
0 g
0 G
[36 122.
ET
Q external 







A
ct

io
n

 

Se
ct

io
n

 

Objective Rationale Planned actions Target 
group 

Key outputs & 
milestones 



A
ct

io
n

 

Se
ct

io
n

 

Objective Rationale Planned actions Target 
group 

Key outputs & 
milestones 

Time 
frame 

Person 
respon-

sible 

Success 
indicator 

14% of staff (no 
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PARENTS AND CARERS 
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change in caring 
responsibility. 
 

CULTURE AND COMMUNITY 
15 



A
ct

io
n

 

Se
ct

io
n

 

Objective Rationale Planned actions Target 
group 

Key outputs & 
milestones 

Time 
frame 

Person 
respon-

sible 

Success 
indicator 



A
ct

io
n

 

Se
ct

io
n

 

Objective Rationale Planned actions Target 
group 

Key outputs & 
milestones 

Time 
frame 

Person 
respon-

sible 

Success 



A
ct

io
n

 

Se
ct

io
n

 

Objective Rationale Planned actions Target 
group 

Key outputs & 
milestones 

Time 
frame 

Person 
respon-

sible 

Success 
indicator 

carers compared to 5% 
and 8%, respectively 
for non-carers. We will 
continue to monitor 
this to ensure this is 
sustained. 

Records for attendance 
at workshops on 
bullying and 
harassment are 
inaccurate thereby 
suggesting that 
attendance is low.  

reported by 
parents and 
carers in the 2019 
survey 
maintained or 
further reduced 
in line with those 
seen in other 
groups.  

18 5.6.i
v 
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Good Practice: During 
the process of 
preparing this 
application we were 
mindful to make sure it 
was colour-blind 
friendly. Previously we 
have not considered 
this when preparing 
other AS and EDI 
materials.   

support staff and students 
with disabilities. 
 
18c) Review impact of 
these policies with staff 
and students with 
disabilities and consider 
what changes can be 
made. 
 
18d) Increase awareness 
of visible and invisible 
disabilities. 
 
18e) Positive statement 
included on all job adverts. 
 
18f) Survey staff to 
determine whether the 
planned actions have had 
a positive impact on those 
with disabilities. 
 
18g) Make people aware 
of the resources available 
to make sure all 
documents, posters and 
presentations (virtual and 
paper) are accessible for 
all. 
 

18.iv) Survey / Focus 
Group consultation 
data analysed and 
appropriate actions 
developed.  
 
18.v) All documents, 
posters and 
presentations are 
accessible for all. 
 
 

1-Mar-
21 

 
 
 
 

1-Sept-
21 

All staff and 
students have a 
better 
understanding of 
what they can do 
to support others 
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13 Increase awareness of paternity and shared 
parental leave 

  X     



KEY: 

    

 Review point  Priority Action  X Staff/student survey/consultation point – every two years in March  

 
 
 


