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End

« Principle 3 of the AS Charter commits UCL to addressing unequal gender representation across



2.2

Extend use of Fair
Recruitment Specialists
(FRS) to all faculties.

« Our recruitment data shows that across all staff groups, BAME applicants have a lower success
rate than white counterparts by gender. To mitigate this, greater BAME female and male
involvement needed in key recruitment decision-making at both shortlisting and interview stages.

» Anecdotal feedback about the Fair Recruitment Specialist scheme is positive in terms of
reducing racialised bias in recruitment practices and providing positive opportunities for
participating BAME staff but we need to formally evaluate the impact of it on BAME candidate
recruitment.

« Currently unable to meet demand from faculties due to the popularity of the scheme.

* Improving recruitment practices.

» More ethnically-diverse panels leading to less ‘stereotype threat’.
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1. Currently, we have 66 FRS, <1/3 are men (2021), aim to
have 150 Fair Recruitment Specialists (FRS) trained and
being fully-utilised by 2021.

2. Establish institution-wide recording system for use of FRS,
including profiles of FRS and uptake by department/faculty
and school.

3. Share use of FRS with Faculty Deans.

4. Identify three areas per year with the most need to improve
their intersectional gender-race diversity in staffing and
engage an action plan to support use of FRS via the Deans’
Pledges for race equality.

5. Fair Recruitment Specialists always used for both
shortlisting and interview stage to lower BAME attrition rates
at shortlisting stages.

6. Expand the number of FRS in a sustainable way by
exploring funding postdocs to participate.

7. Develop an online system for more efficient management
and to meet the demand.

8. Dedicated refresher training for Fair Recruitment Specialists
annually.

« Director of EDI

» 150 FRS available who are gender and racially diverse by 2021.

* Increase the proportion of male FRS to 50% by 2021/2022.

* Release time and workload/contribution models to formally recognise FRS’
work to include preparation and reviewing time as well as panel participation.
Institutional guidance to inform and ensure line managers support and
sponsor their staff as institutional FRS.

* Online operating system implemented.
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3. Establish Faculty Diversity Hiring Committees in line with
University of Toronto model:

UCL East, Faculty of Laws; Engineering Sciences; Brain
Sciences and Mathematical and Physical Sciences have
committed to piloting this model

4. Implement a ‘positive action waiver’ whereby permission is
granted from the HR Director for innovative methods of
positive action in recruitment piloted and evaluated with
carefully selected departments.

5. Set up a Working Group to establish methods and identify
areas about to go on recruitment drives (using faculty
Strategic Operating Plans).

6. Pilot recruitment methods. Evaluation to be taken to HRPC
for formal consideration and potential adoption in policy.

7. Record application, shortlist and appointment systematically
for ART, PS and Technician staff systematically.

* 1% reduction in differentials in intersectional recruitment ‘success rates’ data
between BAME and white candidates by 2023.

* Report produced and additional actions developed following review of
external consultant.

« Appoint of 50 Black academics over the next 3 years. (by 2024), monitor
appointment by gender and race intersectionally.

* 2% increase in BAME academic staff overall in departments utilising this
method.

* Working Group established and parameters of positive action waiver agreed.

« At least two positive action waivers implemented in recruitment exercises.

« Incorporation into recruitment policy.

End
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Start End

1. Explore revising our procedures so that if a BAME  During the pilot, at least 10 new BAME Grade 9 and 10 staff are appointed

candidate comes 2nd in the selection process, they can go through this procedure.

into a recognised talent pool and be offered the next similar

role that becomes available without having to be interviewed

again.

2. Paper with proposed policy drafted and taken to Human June 2021
Resources Policy Committee.

3. New procedure implemented with 20 identified job roles
such as Departmental Managers.
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Start End
« Production of programme evaluation reports in 2023. Oct 2021 Oct 2022

« Target recruitment to reflect BAME and gender intersectional profile on an Oct 2021 Oct 2025
annual basis from 2021 -2025.

* 30% increase in BAME senior role in PSS at G9-10 (from an average of
5.7%).

Launch Coaching Culture Programme
« With the launch of Accelerate to Leadership (AtL) Programme and other leadership initiatives
targeted at BAME staff, there is an insufficient number of coaches from BAME backgrounds.
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Start End
Launch Mentoring provision 18. Launch of best practice learning interventions for » Head of Career * Numbers of mentors and mentees increasing. Network of mentoring Spring 2023
« Building approach to mentoring begins with providing training to departments around best mentoring programmes locally in 2021. Pathways schemes alongside central scheme linked to progression and successful role 2021

practice for setting up independent mentoring schemes. Moves towards central mentoring transition.
provision based on key role transition points. This can be accessed, for example by departmental 19. Launch of centralised mentoring around key transitions in

Athena SWAN self-assessment team or faculty initiatives. Given that there are 40 Athena SWAN 2022-3.

departmental awards, UCL has seen an increasing number of local mentoring schemes in recent

years.

Establish local peer-coaching networks for Early Stage Researchers 20. Expand the existing peer-coaching toolkit to include

» Early Stage Researchers report the highest % of depression, anxiety and stress-related health  wellbeing support and forum function.

issues among all groups in HE. Peer coaching has been proven to positively affect the wellbeing

and mental health. It also promotes community-building and expands participants' support 21. Train local champions (through Early Career Networks).
networks. These early stage researchers are more likely to be from BAME backgrounds and

female.
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1. OD to develop targeted interventions to support Principal « Director of OD
Teaching Fellows in preparing for promotions.

2. Use the new appraisal review to systematically raise
promotion opportunities and considerations in the appraisal
discussions.

3. Share data with Deans and HoDs to inform and better * HR Analytics
understand local data and use this to develop local targets.
* VVDs EDI

4. UCL Central Athena SWAN team to share information with + Athena SWAN
departmental AS SATSs to support the development of local

actions on supporting Senior Teaching Fellows towards

promotions.

End
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Start End

1. Annual monitoring of all protected characteristics for all » Deputy Director Spring Spring
senior committees. (Casework and 2021 2022

Governance)
2. Positive action to increase gender balance and the number
of BAME committee members.
3. Paper proposing options to increase diversity on senior « Director of EDI 2021 2023
committees e.g. where ex officio positions limit diversity.
Introduce co-opting.
4. Deans to review faculty committees and publish a plan for e Faculty Deans 2021 2023
ensuring they are diverse by 2023.

« Chief Operating
5. Sustain the progress of female in Heads of Department Officer

roles to the target range of 40-60%.

6. Increase proportion of female Directors of Central
Professional Service areas to the target range of 40-60%.

7. Recruitment targets for shortlisting to increase proportion of
successful applicants to mitigate bias to reach target gender
balance at all levels.

1. Share completion rate data with Deans on an annual basis
across all Faculties and agree targets for completion for 2022-
2026.

2. Encourage departments to set time aside for completion of
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End

1. Ensure that male researchers are aware of the opportunity « OD
and benefits of flexible working at UCL through our revised
appraisal process.

2. Investigate and understand why SLASH males are more
likely to work part-time than SLASH females and why this has
increased the most of any school over the past period. Share
finding through the Athena Forum and Gender Steering Group
to inform institutional practice and guidelines.

3. Investigate the intersectionality between academic part-time
work and age in order to understand better how flexible
retirement is being used by senior academics, particularly
men.

4. Consolidating good practises e.g. flexible working and
working from home from UCL COVID-19 responses. And take
these into long-term practises/policy.
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Start End
4.13 Develop a strategic planto  « Build on current good work; avoid departments progressing local plans that do not look at the 1. Gender neutral facilities (and others) available on the UCL e Director of Estates « Every development plan includes a plan for gender neutral toilet provision. Oct 2022 Oct 2025
provide sufficent number of  bigger picture of provision across a whole building; ensure that suitable ratio between gender App.
gender neutral toilets. neutral and gendered facilities exist; quality assure gender neutral provision.  Every refurbishment includes a review of toilet provision.
2. Strategic plan signed off by Estates/SMT.
« Staff and students provide positive feedback on provision (staff survey, WEI
3. Timeframe for implementation across new build and survey, focus groups).
refurbishments.
 Analysis of UCL staff surveys reporting greater satisfaction with trans Oct 2022 Oct 2023

inclusion.

* Inclusion Leads report being more confident in how to signpost/support
managers/colleagues referred to them regarding transition-related queries
after training.

« Published anti-Transphobic bullying and harassment resources accessible  Oct 2021 Oct 2022
through existing on-line platforms.

« All Inclusion Leads are trained biennially from 2021/22 (review guidance and Oct 2021 Oct 2023
refresher training in 2023).

2. Review Lead at UCL, leadership programmes and » Head of Learning and ¢ Training product available for managers. 2022 2023
Learning Academy provision and commission appropriate e- Development working

learning product for managers on supporting trans staff and  with EDI

students as needed.

4.15 Monitor sense of wellbeing  « Given that Trans communities are a smaller protected group than others and there is limited 1. Inclusion of trans monitoring and analysis of Trans * Head of Employee e Inclusion of trans monitoring in the UCL staff surveys with analysis of June 2023 on-going
and belonging among trans  institutional historical data/information, there is a need to develop a better understanding of the respondents' answers in the UCL regular institutional staff Experience (HR) / EDI responses.
staff. lived experiences of UCL's Trans communities. survey, WEI survey and focus groups. (LGBTQI+)

« Share findings with EDI Vice Deans and Deans in order to include in their
local action plans.

1. Engage with internal stakeholders from a range of May 21 2022
departments and functional areas.

2. Use feedback from focus groups to develop dashboards in Autumn  on-going
consultation with Schools, faculties and Deans. 2021

3. Dashboards published and routinely considered by senior Review  on-going
faculty and departmental committees. Access granted to annually

users. Appropriate training in use provided. from 2022

« All faculties now have Vice Deans for EDI with clearly established priorities ~ May 2021 Oct 2022
and an established institutional reporting framework linked to the VP (EDI).

» Agreement to renew all existing Vice Deans positions.

« Vice Deans (EDI) coordinate faculty action and support local departments so May 2021 Nov 2025
that all academics departments have Athena SWAN awards by 2025.

5.3 Online Exit Surveys.
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End







