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3 million people in the UK juggle paid work with unpaid caring responsibilities: 1 in 7 
people in any workforce.  Looking after dependents is an issue that is likely to affect 
the majority of the workforce at some point in their working lives, particularly as 
people are living longer. In the UK, the majority of those who undertake unpaid care 
are women (Equality and Human Rights Commission, 2013).  
 
UCL has a long history of being inclusive. For these values to have meaning today, 
they have to be translated into the 21

st
 century working environment. What this 

means in practice is that every effort should be made to support those with 
responsibilities outside work to achieve a sustainable balance between work and 
other responsibilities, in the interests of equality and wellbeing.  
 
As a progressive institution, UCL also has a role to play in transforming restrictive 
gender norms so that men feel able to play an active role in supporting their 
partners and looking after their families. We recognise that the family unit is very 
different from twenty or thirty years ago and that there are more lone parents, gay 
parents, step families and other non-traditional arrangements. During my time at o最

http://www.equalityhumanrights.com/about-us/devolved-authorities/the-commission-in-scotland/legal-news-in-about-us/devolved-authorities/the-commission-in-scotland/articles/women-men-and-part-time-work
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Case Study 1 - Compressed hours 
 
When I applied to work a compressed nine working day fortnight in April 2005, my daughter 
Daisy was 2 years old, and my son Will was 6. Trying to balance demanding working hours, 
domestic responsibilities, and the cost of childcare, gave me the impetus to really put my family 
first. I wanted to play a far more hands-on parental role at this formative stage of their lives.  
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Parental leave policies at UCL 

 Maternity Leave and Adoption Leave – allows for 18 weeks leave on full pay 
and statutory maternity pay for those who qualify, regardless of length of 
service or funding source. Staff can take up to 52 weeks leave.  http://
www.ucl.ac.uk/hr/docs/parental-leave.php Please also see the maternity leave 
FAQs - http://www.ucl.ac.uk/hr/docs/maternity_faqs.php  
 

 Shared Parental Leave – allows parents to share up to 50 weeks leave 
between them, taking leave in up to 3 blocks, either alternatively or 
concurrently. UCL offers 18 weeks leave on full pay and statutory shared 
parental leave pay for those who qualify regardless of length of service or 
funding source. http://www.ucl.ac.uk/hr/docs/parental-leave.php Please also 
see the shared parental leave FAQs - http://www.ucl.ac.uk/hr/docs/
shpl_faqs.php  

 Paternity/Partners Leave – up to 20 days full paid leave, regardless of length 

of service or funding source (this is double the legal requirement for paternity 

leave). http://www.ucl.ac.uk/hr/docs/parental-leave.php  

 

 Keeping in Touch (KIT) days – those on maternity or adoption leave can take 

up to 10 KIT days, and those on shared parental leave can request up to 20 

‘Shared parental leave in touch’ (SPLIT) days. You will receive the equivalent 

time off in lieu for time spent at work for KIT or SPLIT days.   

http://www.ucl.ac.uk/hr/docs/parental-leave.php 

 

 Sabbatical Leave– provides a term free from teaching commitments for 

research-active staff returning from maternity or shared parental leave to get 

their research back on track (see paragraph 9) http://www.ucl.ac.uk/hr/docs/

sabbatical.php  

 

 Ordinary Parental Leave - OPL can be used by employees wanting to spend 

more time with their children, in order to balance work and family 

commitments. Staff with one years continuous service at UCL is entitled to up 

to 18 weeks unpaid leave per child up to the age of 18.  

http://www.ucl.ac.uk/hr/docs/parental-leave.php  

http://www.ucl.ac.uk/hr/docs/parental-leave.php
http://www.ucl.ac.uk/hr/docs/parental-leave.php
http://www.ucl.ac.uk/hr/docs/maternity_faqs.php
http://www.ucl.ac.uk/hr/docs/parental-leave.php
http://www.ucl.ac.uk/hr/docs/shpl_faqs.php
http://www.ucl.ac.uk/hr/docs/shpl_faqs.php
http://www.ucl.ac.uk/hr/docs/parental-leave.php
http://www.ucl.ac.uk/hr/docs/parental-leave.php
http://www.ucl.ac.uk/hr/docs/sabbatical.php
http://www.ucl.ac.uk/hr/docs/sabbatical.php
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http://www.ucl.ac.uk/hr/docs/work_life_balance.php
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http://www.ucl.ac.uk/hr/equalities/gender/pact.php
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Case Study 3 - Remote Working 

I joined UCL in Aug 2007 working full time for the Life Sciences Faculty Office. I 

had my daughter Jasmine in Dec 2010 and returned to work full time when she was 

11 months.  Like any first time mum I wanted to be around her and spend a lot of 

time with her but I couldn’t afford to give up work.  

UCL is one of the best employers you can work for. I am allowed the flexibility to 

work from home when needed which works so well, actually enabling me to 

concentrate better on the complicated work tasks which a normal working day in the 

office wouldn’t. Our IT systems which enable me to work remotely are fantastic to 

help balance work and domestic responsibilities. My line manger and the colleagues in 

the office have been very supportive, throughout my pregnancy and now in my 

parenting days. It creates a positive working environment and I so look forward to 

continue working full time when I have a second one! 

 

Supneet Bajwa 

Faculty Admissions Officer, Life Sciences 

Case Study 4 - Caring for older relatives 
 
My father died quite suddenly in October 2012. He had been caring 
for my mother Maisie who is relatively fit, despite being 93. Maisie 
has been able to stay in her own flat, in Cheltenham, with carers 
visiting daily, but is lonely and needs help with banking, 
shopping and so on. I was very grateful when my line 
manager John Tooke agreed that I could work my 
contracted hours Monday to Thursday to devote Fridays to 
visiting my mother and sometimes catching up on my own 
domestic chores. 
 

     
Professor Mary Collins 

Division of Infection and Immunity 
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 UCL Day Nursery – UCL has a day nursery which can accommodate up to 62 
children between the ages of 3 months and 5 years http://www.ucl.ac.uk/
current-students/support/wellbeing/day_nursery  

 

 Employee Assistance Programme – an external employee support service that 
is free to UCL staff, which gives advice and counselling on a number of issues, 
including wellbeing and workplace issues http://www.ucl.ac.uk/hr/occ_health/
services/emp_assistance_program.php  

 

 Remote working – UCL has a remote access VPN service to enable staff to 

connect in UCL’s IT systems from off-site locations. Access to VPN is 

restricted so staff will need their manager’s permission to use the service 

http://www.ucl.ac.uk/isd/services/get-connected/remote-working/vpn   

 

 In addition, desktop@UCL Anywhere allows you to access your applications, 

files and desktop from your own computer or device 

https://www.ucl.ac.uk/isd/services/desktops/  

 

 Childcare vouchers – UCL operates a salary sacrifice childcare voucher 
scheme to make the cost of childcare more affordable http://www.ucl.ac.uk/hr/
docs/childcare_voucher_scheme.php  

 

 Specialist human resources advice – for advice on individual workplace issues 
staff can contact the HR Consultant for their area http://www.ucl.ac.uk/hr/
consultancy/index.php  

 

 Equalities and Diversity Team – for advice on diversity-related matters, such 
as gender equality issues, contact equalities@ucl.ac.uk  

UCL’s Services 

What managers can do to support staff with dependents 

 Where possible or practicable, be flexible – a flexible approach to staff is 
generally a more inclusive one, as it is more likely to meet the different needs 
of a team. Flexibility around working hours is a critical issue for working 
parents, especially during school holidays. 

 

 Measure staff performance by means of objectives, rather than time at work – 
it is not only good management practice to measure staff by what they 
achieve, rather than the hours they spend at work, but it is also of particular 
benefit for those who are unable or unwilling to regularly work long hours. 

 

 Avoid organising meetings and events outside core hours – routine team, 
departmental or faculty meetings should be avoided outside UCL’s ‘core hours’ 
of 10-12 and 2-4pm.  

http://www.ucl.ac.uk/current-students/support/wellbeing/day_nursery
http://www.ucl.ac.uk/current-students/support/wellbeing/day_nursery
http://www.ucl.ac.uk/hr/occ_health/services/emp_assistance_program.php
http://www.ucl.ac.uk/hr/occ_health/services/emp_assistance_program.php
http://www.ucl.ac.uk/isd/services/get-connected/remote-working/vpn
/isd/services/desktops/
http://www.ucl.ac.uk/hr/docs/childcare_voucher_scheme.php
http://www.ucl.ac.uk/hr/docs/childcare_voucher_scheme.php
http://www.ucl.ac.uk/hr/consultancy/index.php
http://www.ucl.ac.uk/hr/consultancy/index.php
mailto:equalities@ucl.ac.uk
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 Accept that staff will have fluctuating time and energy levels at different stages 
in their careers – be mindful of the impact of people’s lives outside work, where 
you are aware of this, and look to make realistic demands of them. 

 

 Don’t assume they are less interested in their work. Just because, for example, 
a woman has recently returned from maternity leave and is excited about her 
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Case Study 6 - Dual academic career parents 
 
I have been working in academia for well over 20 years, having had different positions 
at several European universities. At one of them I met my husband and now we both 
work at UCL. Working as a university lecturer is a tough job full of real responsibilities 
and very high expectations. Research is genuinely a continuous process occupying your 
mind far beyond "nine-to-five". However; it is portable - you can take it with you whilst 
waiting for your child to finish his tennis practice for example. It can also sometimes be 
paused whilst you go and pick up your child from school.  
 
Our son is 7 years old. Somebody has to take him to school in the morning and pick 
him up from after-school club before it closes at 6pm. On days when we are both at 
UCL, my husband and I do "shifts". The one who picks him up from the after-school 
club leaves home very early in the morning in order to be back by 6pm, whilst the one 
who is taking him to school comes back late, but preferably in time for family dinner at 
7pm. Early morning is time for homework, whilst 7-9pm is family time after which at 
least one of us is back at the computer working. We are lucky to be able to organise our 
shifts as my husband’s teaching is in the morning, whilst mine is in the afternoon.  
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Case Study 7 - Part-time working 
 
I 
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 Netmums is the UK’s fastest growing online parenting organisation http://
www.netmums.com/  

 

 Mumsnet www.mumsnet.com 

http://www.netmums.com/
http://www.netmums.com/
http://www.mumsnet.com
http://www.dad.info/
http://www.childcare.co.uk/
http://www.carersuk.org
http://www.acas.org.uk/index.aspx?articleid=803
http://www.familyandchildcaretrust.org/
http://www.familyandchildcaretrust.org/
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