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Athena SWAN Silver university award application  

Name of university: University College London  

Date of application:  April 2015 

Date of university Bronze award: 2006, renewed 2009, November 2012 

Contact for application:  Harriet Jones, Policy Adviser for Athena SWAN  

Email: harriet.jones@ucl.ac.uk  

Telephone: 0207 6798220 

Applications at Silver university level should demonstrate a significant record of activity and 

achievement by the university in promoting gender equality and in addressing challenges in 

different disciplines. Applications should focus on what has improved since the Bronze university 

award application, how the university has built on the achievements of award-winning STEMM 

departments, and what the university is doing to help individual STEMM departments apply for 

Athena SWAN awards. 

Sections to be included 

At the end of each section state the number of words used. Click here for additional guidance on 

completing the template. 

 

  

mailto:harriet.jones@ucl.ac.uk
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ACO Academic Careers Office 

BEAMS School of the Built Environment, Engineering and Mathematical and Physical Sciences 

BRC Biomedical Research Centre 

DEOLO Departmental Equal Opportunities Liaison Officer 

E&D Equalities and Diversity  

ECR Early Career Researchers 

EDC Equalities and Diversity Committee  

FSL Faculty SWAN Lead 

GEM Gender Equality Charter Mark 

HoD Head of Department  

HR Human Resources 

HRPC Human Resources Policy Committee  

IoE 
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1. Letter of endorsement from vice-chancellor: maximum 500 words 

An accompanying letter of endorsement from your vice-chancellor (or equivalent) should explain 

how the university’s SWAN action plan and activities in STEMM have contributed to the overall 

university strategy and academic mission. In addition the letter should detail how the university as 

a whole has benefitted from the activities of the award-winning departments.  

The letter is an opportunity for the vice-chancellor to confirm their support for the application and 

to endorse and commend any women and STEMM initiatives that have made a significant 

contribution to the achievement of the university mission in relation to STEMM. 

 

[498 words] 
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2. The self-assessment process: maximum 1000 words 

Describe the Self-Assessment Process. This should include: 

a) A description of the self-assessment team: members’ roles (within the university, within the 

department, and as part of the self assessment team) and their experiences of work-life 
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Dr Sally Day Senior Lecturer in 

Electronic and 

Electrical 

Engineering 

 FSL for Engineering Sciences 

 Was a DEOLO for several years 

 Member of steering committee for UCL 

Women network 

 Co-chairs her departmental SAT 

 Has two children, now 18 and 15 

 Advisor to Women students in her department 

 

Professor Alison 

Diduck 

Faculty of Laws  Expert on gender issues and feminist 

perspectives in law and legal theory 

 Member of University of London Women in 

Law Group  

 Former member of faculty E&D Committee. 

 

Professor 

Annette Dolphin 

Division of 

Biosciences 

 FSL for Life Sciences 

 Co-chaired 50:50 group 2012-13 
 



7 
 

Professor Robb 

McDonald 

HoD in 

Department of 

Mathematics 

 FSL for Mathematical and Physical Sciences 

(MAPS) 
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c) Plans for the future of the self-assessment team, such as how often the team will continue 
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Institute of Education (IoE) merger: 

 

 In December 2014,
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(ii)  

Figure 2: School of the Built Environment, Engineering 
Sciences and Mathematical and Physical Sciences 
(BEAMS) structure and award holders 

BEAMS 

The Bartlett, UCL's 
Faculty of Built 
Environment 

Faculty of 
Engineering 

Sciences 
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(ii) List of SET departments with valid Bronze, Silver or Gold awards. Give dates of each 

application, the year successful, and the date of renewal: 

  

 In January 2013 UCL recruited a Policy Adviser for Athena SWAN (PAAS) to accelerate progress 

on equality through achieving departmental awards and a university-wide Silver. 

 To date, 22 departments hold a SWAN award - 9 Bronze and 13 Silver. In addition, Physics and 

Astronomy hold a Juno Champion award (represented above as Silver, the Department have 

applied to convert their award to a SWAN Silver).  

 16 awards have been gained since the 2012 Bronze renewal, and 4 renewed. 

 There are 42 STEMM departments at UCL, 55% holding a SWAN/Juno 
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Faculty Department Award and dates 
Renewal/upgrade 

Due 
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Department of Chemical 

Engineering 

Silver – received in 2009, renewed 

November 2013 
April 2017 

Department of Biochemical 

Engineering 
Silver – 2011 April 2015 

Department of Medical Physics and 

Bioengineering 
Bronze – November 2012 April 2016 

Department of Computer Science Bronze – November 2012 April 2016 

Department of Civil, Environmental 

and Geomatic Engineering 

Silver – received 2009, unfortunately 

silver renewal was unsuccessful and 

they lost their award, April 2014 

TBC 
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The Division of Medicine Silver – April 2013 November 2016 

Division of Surgery and 

Interventional Sciences 
Bronze – November 2013 April 2017 

Division of Infection and Immunity Silver – November 2013 April 2017 

UCL Medical School Silver – November 2013 April 2017 

Eastman Dental Institute Bronze – November 2013 April 2017 

UCL Cancer Institute Silver – April 2014  November 2017 

 

 

 

Faculty Department Award and dates 
Renewal, Upgrade 

or New Award 
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Department of Mechanical 

Engineering 
Bronze – applied April 2015 New Award 

Department of Biochemical 

Engineering  
Gold – applied April 2015 Upgrade 

Department of Management 

Science and Innovation 
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Graph 4: SLMS and BEAMS UGs 2010/11-2014/15 

Male

Female

*HESA data for Faculties identified through HESA JACKS Subject Areas. For SLMS, Medicine & Dentistry, and 

Biological Sciences have been combined as a comparison, and for BEAMS, data from Physical Sciences, 

Mathematical Sciences, Computer Science, Engineering and Technology, Architecture and Planning have been 
combined for comparison.  This is the same for graphs 9 and 13 below 
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UCL Engineering 

departments A-level 

‘tweak’ featured in the 
London Evening Standard 

 

 We believe this trend is a consequence of innovative ways of promoting 

engineering to a broader audience:  

- The positive social impact of engineering is emphasised 

throughout the curriculum and publicity material.  

- This has culminated in the new ‘Integrated Engineering’ 

programme, launched in 2014, which brings engineering 

students from different disciplines together to work on ‘How 

to Change the World 
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(ii) Postgraduate male and female numbers completing taught courses – full 

and part-time – comment on the female:male ratio and describe any initiatives 

taken to address any imbalance and the impact to date. Comment upon any plans 

for the future.  

 

 

 

 

 

3688 3967 4381 4966 5448 58% 2029 2312 2756 3172 3490 55% 

2936 2982 3082 3531 3704 42% 1934 2048 2214 2541 2697 45% 
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(iii) Postgraduate male and female numbers on research degrees – full and 

part-time – comment on the female:male ratio and describe any initiatives taken to 

address any imbalance and the impact to date. Comment upon any plans for the 

future. 

 

 

 
 

1946 2133 2293 2454 2493 47% 1487 1649 1849 
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One of the Faculty of 
Engineering’s outreach events 

 

 

 

 

 
 

 

Attracting female applicants 

 Since 2013 UCL has maintained a popular list of volunteer 

‘Inspiring Women in Science’ speakers, circulated to local 

schools as part of the WP brochure. The list includes 45 women 

across 26 departments (each faculty represented). So far, 

female speakers have been invited to 32 school
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 UCL has accepted an invitation to participate in the UN Women ‘HeForShe’ initiative to ensure 

its campus is a safe space for female students. 

 UCLU runs a network for student parents and carers and is currently undergoing a review of 

the information, advice and guidance available to students (Action 1.5). 

 The Women in Engineering Network is open to 
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 From 2010-2014 academic, research and teaching staff numbers have increased from 4312 to 

5808, and from 3574 to 4833 in STEMM. 

 During this period of growth, the proportion of female Senior Lecturers and Professors has 

increased (Senior Lecturer: 34% to 37%, Professor: 20% to 24%), and in STEMM (Senior 

Lecturer: 34% to 38%, Professor: 19% to 23%). This trend is seen in SLMS and BEAMS. 

 The proportion of female Professors is above the national and the Russell Group averages. In 

STEMM, UCL is 5% above national and Russell Group averages.  

 The proportion of women in Clinical roles has increased slightly over the last 5 years, and is 

now at the same level as women in non-
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ii) Recruitment 

 

76% 74% 
83%  
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Graph 27: Award holding STEMM departments recruitment 2012-14
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 While the majority of STEMM departments have moved to annual appraisal, UCL policy states 

appraisals only need to 
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vi) Development and Training  

 

 All staff are expected to take part in at least 3 training/development events each year, and 

monitored via appraisal.  

 All new starters must complete online E&D training within their first 6 weeks.  

 ‘Leading on Diversity’ training has been available since 2013. In 2014, Faculty Managers were 

informed that each faculty was expected to send at least 2 people on each course. To date, 70 

people have attended.  

 Unconscious bias training sessions were arranged for senior leaders in 2012, 124 people 

attended (84 from STEMM). The E&D team have since developed an ’Understanding your 

biases’ session, drawing on UCL academic expertise, which has been piloted with 2 STEMM 

departments and received encouraging feedback (88% positive). This will be offered to 

departments (many have bias training in their SWAN action plans) (Action 3.1). Online 

unconscious bias training is also currently in development (Action 3.2). 

 uMentor is UCL’s online mentoring platform. All staff can sign up as a mentor and/or mentee 

after completing an online training package. Mentors and mentees create a personal profile 

outlining the topics they wish to discuss as part of a mentor relationship. Mentees can search 

the mentor database by specific criteria or faculty. This platform is still relatively new, with 197 

staff currently signed up. Our aim is to effectively promote uMentor and increase participation 

(Action 2.4).  

 The ‘Women in HE leadership development programme’ has been set up to develop women at 

grades 9-10. The first cohort of 16 are attending 8 workshops. The programme is still in the 

pilot stage but feedback so far has been positive: 
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 Springboard has been offered to women across UCL since 2013. To date 92 women have 

attended (64 from STEMM):  

 

 

 

 

 

 
 

 

 

 UCL has funded 15 women (9 STEMM) over the past 2 years to attend the Aurora programme, 

run by the Leadership Foundation. Feedback has been positive, and we will continue to fund 

delegates.  

 Assertiveness training has been offered for several 

 

92 
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(1600 words)



44 
 

b) SET departments management and culture 

i) Key equalities contacts 

 

 Each department has at least one DEOLO (currently 110 DEOLOS, 56 in STEMM). DEOLOs 

communicate events and policy updates to their department. They can also offer informal 

advice and support to students and staff.  

 There are 4 (1 male, 3 female) Dignity at Work Advisers across UCL, (
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iv) Department and Faculty training  

 

 Engineering and MAPS co-funded a training course on ‘Public Speaking and Presenting Your 

Research for Women in STEMM’. 21 Women from the two faculties attended the workshop 

which received excellent feedback: 

 

 SLMS Academic Careers Office (ACO): Established in 2012. Information and advice is available 

on the ACO website for clinical and non-clinical careers, such as applying for a PhD or funding. 

The ACO runs several initiatives: 

- ‘Future Leaders’ succession planning programme
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ii) Promoting female role models and celebrating success 

 

 Achievements of women in STEMM are celebrated and announced via a range of 

communication streams including the UCL-wide newsletter (The Week@UCL) which is sent to 

all staff and students, faculty newsletters, the UCL-wide and E&D Twitter feeds and UCL and 

faculty news websites. However, given the size of UCL, in some cases, individuals may need to 

inform the communications team of their own news stories. The 50:50 group have proposed a 

number of actions to address this, and ensure the success of female staff and students are 
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iii) Case studies 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(618 words) 

2731 (731 words over) 

“My promotion to ‘Professor’ is a 
direct result of the new 

promotions procedures in my 
department. The criteria and 
expectations remain rigorous, 
however the new procedure 

resulted in the opportunity to be 
put forward for consideration, 
when I would not have felt it 

appropriate to push forward on 
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 The PAAS provides detailed constructive feedback on draft applications.  

 She also maintains the SWAN mailing list, website and newsletter (see section 5.f) 

 The Head of E&D gives additional feedback on gold applications, university applications and 

critical applications such as those affecting funding.  

Resources 

The PAAS has put together a number of supporting documents for SATs. These documents are 

publically available, and have had very positive feedback from UCL departments and a number of 

external institutions:  

 Athena SWAN Toolkit: introduces the process, statistical and qualitative data analysis and 

presentation, expectations and requirements for applications, evidencing impact and ‘dos and 

don’ts’.    

 Template graphs are provided to make the data analysis and presentation easier and quicker 

for departments, thus reducing their workload.  

 Data explanatory notes: to outline the staff data with advice on how to format and analyse the 

data.  

 Template action plan: includes guidance on developing a SMART action plan 

 Timeline: suggested minimum timeline and tasks for submitting a successful application 

 Template survey: this is designed for departments to pick and choose questions relevant to 

their department, based on departmental surveys, the ASSET survey and the QuickCAT survey.  

 Making the most of your SWAN award: advice on promoting and celebrating successful 

awards.  

 UCL policies: a summary and links to key policies and provisions for students and staff that 

SATs should be aware of. 

 Athena SWAN Feedback: summary of the feedback received by UCL departments  

 UCL Athena SWAN Fact Sheets: a number of themed documents outlining departmental good 

practice and key themes which have been reviewed by the 50:50 group, and will be circulated 

to SAT leads and HoDs (not just STEMM), as well as to the Athena SWAN JISC mail list (see 

section 5.f) 

SWAN Events 

Events to support departments with their self-assessment process: 

 Applying for a silver award – the Head of E&D presented on her experiences of sitting on an 

SWAN assessment panel, and the PAAS outlined the HR data and how to present data for the 

application. This was followed by group discussions on topics relevant to the application such 

as support for promotion, mentoring and recruitment. 

 Sharing best practice - presentations were given by SWAN leads from UCL Silver-award-holding 

departments, followed by Q&A and discussion.    

 SWAN surgery – drop in session for departments to meet and discuss their good practice, 

challenges and ask questions in the run up to the SWAN deadline. A second surgery was 

hosted by Biochemical Engineering who shared experiences as they prepared for a Gold 

application, this was followed by group discussion to share ideas. 

 Policy briefing – 
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 ‘Going for Gold’ – held in March 2015 in collaboration with Imperial and Cambridge. Included 

talks from gold departments, a gold award panel member and the ECU, followed by group 

discussions. 

(555 words)  

c) Describe the framework in place within the university that provides access to tools and 

processes for the self assessment process. 
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developed after feedback from some Deans that they weren’t sure what to ask in order to have 

an informed discussion and manage performance in this area. 

(159 words)  

f) How does the university share good practice among SET departments and across the 

university? 

 SWAN leads email list: all UCL SAT leads are added to the SWAN 

leads mailing list. The E&D team use this list to disseminate the 

UCL SWAN newsletter, information from the SWAN 

JISCmail list, announcing successful awards, 

publicising events and training and to share 

innovative ideas from within UCL and externally. 

SWAN leads can post to the list.   

 UCL Athena SWAN newsletter: this is produced 

and sent out to departments every 2 months. The 

newsletter covers topics such as ‘key themes from 

recent feedback’, examples of impact and best 

practice from recent award winners.   

 UCL Athena SWAN Fact Sheets - pull together 

good practice and innovative actions from all 

current UCL SWAN awards. The Fact Sheets have 

been reviewed by the 50:50 group (as part of 

developing this application) and will be circulated 

to HoDs (including non-STEMM departments) and SATs, 

and the Athena SWAN JISCmail list; sharing UCL 

STEMM department good practice across the institution 

and externally. These Fact Sheets will be updated annually.   

Faculty SWAN Leads (FSL) 

 Each of the 7 STEMM Faculties has a dedicated FSL. The FSLs are from a range of academic 

and professional services roles.  

 This role is intended to improve communication within and between STEMM faculties in relation 

to SWAN and gender equality, and to ensure best practice is shared and reported to the 50:50 

group. Each FSL has an ex-officio post on the 50:50 group.  

 The way in which leads have supported their faculty varies: 

- In Medical Sciences, Sandeep attends each SAT meeting across the Faculty  

- In Brain Sciences, Helen has established the pilot ‘peer challenge’ scheme – Silver-

award-holding departments are paired with Bronze or aspiring Bronze departments. 

Members of the Silver department SAT review the other department’s data, application 

and action plan. The Silver SAT representatives meet with the Bronze/aspiring Bronze 

department to discuss the application and give constructive feedback. The Bronze 

department then does the same for the Silver department. This ensures Silver 

departments are taking part in ‘beacon’ activities and supporting other UCL 

departments, and that both can learn from one another. A similar scheme is being 
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arranged between other comparable departments (for example LMCB and Biochemical 

Engineering are supporting one another in applying for Gold). 

Beacon activities - 
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Astrea co-founders Emma and Alice 

6. Any other comments: maximum 500 words 

Please comment here on any other elements which are relevant to the application, e.g. other 

STEMM-specific initiatives of special interest that have not been covered in the previous sections. 

Include any other relevant data (e.g. results from staff surveys), provide a commentary on it and 

indicate how it is planned to address any gender disparities identified.  

Astrea  

Astrea is UCL’s grassroots network for women in 

Professional Services. It’s open to all Professional 

Services women, at all stages of their careers and 

levels of seniority. It was co-founded by Alice 

Chilver and Emma Todd (on the 50:50 group, FSL 

for the Built Environment)), and is run by a steering 

group. Events are held on a bi-monthly basis on 

themes such as ‘Communicating with confidence’, 

‘Being ready to seize the next opportunity: ace your 

application’ and ‘How to network effectively’. 

Attendance to events averages at ~70, with 500+ 

women signed up to the Astrea mailing list. 

Astrea held its first conference in December 2014. The conference was funded by all UCL faculties, 

the ACO and some central Professional Services departments. 250 women attended, most of 

whom were from UCL, but some were from the IoE, LSE and Queen Mary University. The day 

included a panel discussion with high profile speakers: 

 

 

 

 

From left to right: 
- Dame Nicola Brewer, UCL’s Vice Provost International and Gender Equality Champion 
- Harriet Minter, Editor for the Guardian’s Women in Leadership section 

 - Lindsay Nicholson, Member of UCL Council and Editor-in-Chief of Good Housekeeping magazine  
 - Noreena Hertz, Professor at UCL focusing on decision-making, strategy and globalisation 
 - Stella Creasy, Labour MP for Walthamstow  





57 
 

7. Action plan 

Provide an action plan as an appendix. An 
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

which will be circulated 
across UCL to Deans and 
SWAN leads.  

- Promote this initiative to 
other Faculties, asking them 
to consider a similar 
approach to outreach 
activities as part of their 
E&D Actions Plans    
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

- Work with Centre for 
Advanced Learning and 
Teaching (CALT) to ensure 
supervisor and personal 
tutor training includes 
information on supporting 
student parents and carers 
(informed by interviews 
above) 

- Improve data available on 
the number of student 
parents and carers at UCL  

- December 2016 
 
 
 
 
 
 
- From September 

2015, to be 
reviewed annually  

Head of 
Equalities and 
Diversity / 
Director of CALT 
 
 
 
Student Data 
Services 

All attendees of the 
training are aware of the 
support for student 
parents and carers 
 
 
 
80% of new students 
declare their caring 
status 
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 Objective Actions already taken Actions Timescales 
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

training is already in 
development 

departments - many have 
unconscious bias training 
within their action plans.  

- Review completion rates 
annually 

 
 
 
- January 2017, 

annually 
thereafter 

Diversity,  
 
 

3.3  
I 

Improve quality and 
analysis of online 
recruitment data, 
including data on panel 
membership. 

- UCL reports key 
recruitment data by 
Faculty to Council, 
including gender and 
ethnicity of applicants, 
those shortlisted and 
appointed 

- UCL policy states that no 
interview panel should be 
all male, or all female 

- Departments should also 
make efforts to consider 
other areas of diversity 
when identifying panel 
members   

- Improve data access and 
data quality for interview 
panel membership from the 
online recruitment system 

- Make it easier for 
departments to enter panel 
data  

- Ensure annual KPI reports 
include the gender and 
ethnicity of panel members 

- 50:50 group to contact 
departments who are 
regularly not following UCL 
policy to ensure no 
interview panels are 100% 
male or female.  

- Recruitment 
reporting 
requirements to 
be built into new 
HR system due to 
go live in 2016 

- KPI Reports to 
include panel 
membership data 
from October 
2017 onwards  

- 50:50 group to 
review from 
October 2017 
onwards 

Director of Policy 
and Planning, HR 

Accurate and reliable 
data reported to Deans 
and action taken where 
problems are identified 
 
100% of interview 
panels across UCL to 
have both male and 
female members.  

3.4 Support BEAMS in 
attracting female 
applicants at all grades 

- UCL departments have 
undertaken actions to 
attract female applicants; 
these actions have been 
compiled in the UCL 
SWAN Fact Sheets, which 
will be circulated within 
UCL and externally  

- Run a workshop on this 
theme for SWAN leads to 
share ideas and good 
practice.  

- Ensure each Faculty in 
BEAMS includes actions to 
encourage female applicants 
in their annual equality and 
diversity action plan 

- January 2016 
 
 
 
- From May 2016 

Policy Adviser for 
Athena SWAN  
 
Deans of 
Engineering, 
MAPS, and the 
Built 
Environment  

At least a 10% increase 
in the proportion of 
female applicants for 
jobs within BEAMS 
within the next 3 years.  

3.5 
I 

Develop a ‘life at UCL’ 
website, along with a  
promotional video 

- The SWAN Bronze Award 
and Stonewall Diversity 
Champions logos are 
displayed at the top of 
the UCL jobs website 

- There is a link to the E&D 

- Improve the current 
‘working at UCL’ website 
which publicises UCL’s 
family friendly policies, staff 
benefits and development 
opportunities. Ensure this 

- To be published 
and available by 
January 2017  

HR Director   A large number of views 
on the UCL YouTube 
channel (at least 10,000 
views over 2 years) 
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

to develop and publish its 
own workload allocation 
model 

have developed their 
own workload allocation 
models 

- Workload was a main 
agenda item at the 50:50 
group in Feb 2014 

practice from UCL 
departments, to be 
discussed at the 50:50 
group 

- 50:50 group and the Head 
of Equalities and Diversity to 
develop a proposal 

- Present a proposal to the 
HRPC 

 
 
 
 
- February 2016 
 
 
- March 2016 

Equalities and 
Diversity  
 
 
 
 
 
HR Director   

how workload is 
allocated across 
departments 
 
A 20% increase in 
positive responses to 
staff survey questions 
relating to workload 
(graph 33) by 2018 

4.5 Support the career 
development of 
researchers who wish to 
work part time 
 

- Communicated to all 
managers that staff 
wishing to return to full 
time work after part 
time, they must allow all 
requests, unless there 
are severe financial 
constraints 

- Run a number of focus 
groups with part time staff 
to discuss their particular 
issues and challenges, with 
targeted actions in place as 
a result.  

- Pilot a UCL Fellowship 
scheme (one in each 
Faculty) for part time (0.8 or 
less) applicants. 

- May 2016 
 
 
 
 
 

- To be considered 
as part of the 
2017 annual 
funding cycle.  

- If approved, to be 
available from 
September 2017.  

Head of 
Equalities and 
Diversity 
 
 
 
Provost 

Fellowship in place, with 
a good number of 
applicants. 
 
Positive feedback 
received from fellowship 
holders.  
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

to ensure everyone has 
easy access to 
information on UCL 
policies (e.g. maternity, 
flexible working). 

handbook outlining and 
summarising policies on 
flexible working, parental 
leave, training opportunities, 
promotion process, and 
other important information 

 
Improved response to 
questions relating to 
training provision, 
benefits, flexible working 
and promotion in staff 
survey  
 
Positive feedback from 
Department 
Administrator Forum 

5.7 Ensure news stories at 
UCL and Faculty level 
promote the successes of 
women across UCL 

-  - Policy Adviser for Athena 
SWAN to meet with Faculty 
Communications Managers, 
and UCL Communications 
and Marketing team to 
discuss methods of ensuring 
diversity in news stories. 

- Develop additional targeted 
actions within Faculties in 
collaboration with Faculty 
Communications Managers 
(for example, encouraging 
staff to nominate one 
another for news items – as 
well as individuals 
nominating themselves) 

- Via the Exchange 
newsletter, remind 
Managers to send examples 
of news items to the 
Communications and 
Marketing team, and to 
encourage women in their 
departments to put forward 
news items 

- January 2017  Policy Adviser for 
Athena SWAN  
 
Faculty 
Communications 
Managers  
 

Communications 
Managers report an 
increase in the 
proportion of success 
stories from women 
being put forward for 
news items.  

5.8 Launch and promote the - There are 4 (1 male, 3 - Recruit academic / male - In place by Head of At least 4 new advisers 
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

updated Dignity at Work 
Policy, and broaden the 
Dignity at Work Advisers 
Network 

female) Dignity at Work 
Advisers across UCL, (4 
in STEMM). They offer 
advice and support for 
individuals who are 
experiencing difficulties 
in their team, or feel they 
are being bullied or 
harassed at work. Dignity 
at Work Advisers all 
attend a tailored 2 day 
training course.  

 

Dignity at Work Advisers 
- Promote the updated 

Dignity at Work Policy via 
the UCL newsletter, the 
DEOLO network, SWAN 
networks, leaflets and the 
E&D website 

October 2015 
- From May 2015 

Equalities and 
Diversity  

recruited, 50% of whom 
are male.  
 
Some newly recruited 
advisers are from 
academic or research 
roles 

5.9 
I 

Review Manchester 
University’s ‘Report and 
Support’ campaign to see 
whether it could be 
emulated at UCL 

- E&D Team used to 
collect informal bullying 
and harassment stats 
from DEOLOs and Dignity 
at Work Advisers, which 
were then presented at 
EDC 

- Review Manchester’s 
evaluation  

- Consider whether a similar 
model could be developed 
for UCL and write a report 
making recommendations 

- Review January 
2016 

 

Head of 
Equalities and 
Diversity 

Recommendations are 
presented to EDC, 
actions in place where 
appropriate 

5.10
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

Engineering Sciences to 
get clear leadership and 
action planning  at the 
departmental level across 
E&D areas 

with their staff and students   
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 Objective Actions already taken Actions Timescales Responsibility Success Measures 

members, and improve 
current gender balance.  

departments  - Identify Faculty SWAN leads 
in each non-STEMM Faculty  

- Ensure there are more male 
representatives on the 
50:50 group. 

- October 2016  
The 50:50 group has 
gender balanced 
membership  

6.4 Improve monitoring of 
department action plans 

- A checklist has been 
developed for Deans to 
enable discussions with 
HoDs in their Faculties to 
ensure progress on 
SWAN; this has been 
circulated to all STEMM 
Deans 

- 
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University College London Athena SWAN: UCL Bronze Renewal Action Plan 2012-2015 
* Please note that we are submitting our application for Silver a year prior to our Bronze award expires (renewal due April 2016). Some actions from our previous 
action plan have been carried forward or superseded by actions in our 2015-18 action plan. These are referenced where applicable.   
 

Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

1. Recruitment 

1.1 Require all UCL 
recruitment panels to 
comprise of at least 25% 
women  
 
 

Abolition of  all-male 
panels  is creating a 
more welcoming 
environment for female 
interviewees  
 
Potential for ‘stereotype 
threat’ is reduced  
 
Decision-making is 
representative 
 
Increase in proportion of 
females appointed at 
senior level  

- Propose amendment to 
Recruitment and Selection 
Policy as part of planned 
review of policy and inform 
staff.   

- Implement revised policy 
- Incorporate amendment 

into recruitment training.  
- Incorporate improved 

monitoring arrangements 
on the ROME recruitment 
system.  

- Develop and introduce 
process to ensure panel 
chair confirms women on 
panels 

HR Director  Nov 2012 
 
 
 
 
Feb 2013 
 
 
 
 
 
 
May 2013 

High  
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Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

1.3  Ensure search firms 
who work for UCL find 
appropriate female and 
minority ethnic candidates  
 
 

Increase in the 
proportion of senior 
female staff appointed  

- Clarify requirement on 
ROME for monitoring 
diversity of applicants 
through search firms 

- Establish means of 
monitoring diversity of 
candidates applying 
through search firms 

- Develop standard clauses 
to be used in contractual 
arrangements with search 
firms  

-  

Head of 
Equalties and 
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Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

2.6 Improve processes for 
gaining more exit 
information from female 
STEM research staff  

Decrease in the 
proportion of female 
STEM researchers 
leaving academia 

- Amend leaving letter 
- Tailor online exit survey  
- Analyse data and report 

back to Heads of 
Departments  

HR Process 
Team / equality 
and Diversity 
Advisor  
 
Heads of 
Department  

March 2014  Low  In progress – A new Exit Survey 
has been developed that will be 
sent to all leavers (currently exit 
surveys are only sent to those who 
resign). The survey has been 
designed and is currently being 
developed by the HR Information 
Office. The new survey will be in 
place, automatically sent to all 
leaves, and monitored annually 
from October 2015 

3. Career Development and Promotion 

3.1 Identify/develop pilot 
bespoke leadership 
courses for female and 
minority ethnic staff. 
Costs to be identified for  
funding 
 
 

More leaders being 
appointed from under-
represented groups  

- Research and select 
consultants / programme 
and require them to draw 
up a project plan, 
application form and 
promotional materials  

- Programme advertised to 
all staff  

Head of 
Organisational 
Staff 
Development  
 
 

Feb 2013 
 
 
 
 
May 2013 

Medium  Complete – The OD team in HR is 
running a Women in Higher 
Education Leadership Programme 
for women in grades 9 and 10. This 
has been running from October 
2014 and will end in March. Future 
plans will be developed following 
feedback.  
In addition, Springboard is run 
regularly at UCL. 
UCL has funded 15 women (9 
STEMM) over the past 2 years to 
attend the Aurora programme, run 
by the Leadership Foundation. 
Feedback has been positive, and 
we will continue fund delegates.  
UCL ran the Stellar HE leadership 
programme for ethnic minority staff 
and fully funds 4 staff on the 
programme each year.   
See section 4.a)vi) 

3.2 Senior Management 
Team work stream to 
investigate and make 
recommendations on 

More women being 
promoted  

-
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Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

aimed at 
underrepresented groups, 
such as women in STEM 
 
 
 
 

advancement develop a list of 
professional development 
events that would be 
useful to underrepresented 
staff groups 

- Deans to appoint 
designated faculty staff to 
plan and organise the 
events 

- Events to be promoted 
through The Week, etc.  

 
 
 
 
 
 
 
Internal 
Communications 
Manager 
 

 
 
 
Jun 2013
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Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

across UCL – a new policy is 
currently in consultation, and 
implementation planned for 
2015/16 academic year.  

3.7 New 50% target for 
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Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

4.6 Establish Senior 
Management team Work 
Stream on ‘Leadership 
development and 
succession planning’  

Women are being 
encouraging and 
developed into taking on 
more leadership roles  

- Work stream Terms of 
Reference written  

- Work stream to meet for 
up to one year and make 
recommendations to 
University Council 

Dean of the 
Faculty of 
Population 
health Sciences 

Achieved 
Nov 2012  
 
Nov 2013 

High  Complete – A work stream met to 
discuss this issue and has set up 
the ‘Future Leaders’ programme 
run by the ACO in SLMS and OD. 
There are 2 cohorts of 16 a year. 
Intake is 50:50 female/male. 
Considerations of equality issues 
are built into the programme. 
Feedback has been very positive 
from the ACO programme. See 
section 4.b)iv). 

4.7 Encourage female 
staff to nominate 
themselves for 
committees with 
vacancies  

To increase the 
proportion of women on 
influential committees  

- Audit  of vacancies 
undertaken by Academic 
Services 

- All staff email sent out  

Academic 
Services  
 
Vice Provost 
Operations  

Achieved 
Nov 2012  
 
Dec 2012 

High  Complete – Positive action 
statements included in adverts for 
vacancies. The majority of UCL key 
committees have between 50% 
and 37% female representation, 
including UCL Council, with 
improvements being made in 4 key 
committees since 2012.  
Please see action 5.3 in the 
2015-18 action plan. 

4.8 Increase transparency 
of workloads  

To ensure the fair 
allocation of research, 
teaching and enabling 
tasks across divisions  

- Investigate web-based 
system based on the 
model adopted by the 
Division of Psychology  and 
Language Sciences’ 

- Roll out software   

Equality 
Champions 

2015  Low  In progress – Workload was 
discussed by the 50:50 group in 
February 2015 and plans are in 
place to review workload allocation 
models across UCL.  
Please see action 4.4 in the 
2015-18 action plan. 

5. Support for Parents 

5.1 Double UCL paid 
paternity leave provision 
so that men / same-sex 
partners can take up to 4 
weeks paid leave after 
their partner gives birth    
 

Men are enabled to 
spend more time with 
their newborn children, 
as women are thus 
transforming societal 
gender roles 

- Secure financial 
commitment  

- Propose amendment to 
Paternity Policy as part of 
planned review of policy 
and inform staff.   

- Change the paternity leave 
policy and communicate to 

HR Director  
 
 
 

Nov 2012 
Nov 2012 
 
 
Feb 2013 
 
 

Medium  Complete – 4 weeks full pay 
paternity leave is in place and has 
been communicated to staff. Of 
those instances recorded, 27 of 56 
(48%) individuals have taken all 
four weeks since the policy was 
introduced. 
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Principle Action 



 

 84 

Principle Action Measure of success Activities required Leads Timeframe Priority Update: April 2015 

over 100 people on the mailing list. 
The group has male and female co-
chairs. See section 4.a)iv). 

 


