





Overall Aims Silver Actions to date Future actions (2017-2020) Responsibility Time-scale Priority | Success measures

(problem / issue and impact (lead in bold)
identified)

1. ACHIEVE GENDER BALANCE OF STAFF AND STUDENTS

(BME representation
on panels not
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Overall Aims
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Overall Aims Silver Actions to date Future actions (2017-

(problem / issue and impact
identified)
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Overall Aims
(problem / issue
identified)

Silver
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Overall Aims Silver Actions to date Future actions (2016-2020) Responsibility Time-scale Priority  Success measures

(problem 7 issue and impact (lead in bold)
identified)
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Overall Aims
(problem / issue
identified)
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Overall Aims Silver Actions to date Future actions (2016-2020) Responsibility Time-scale Priority  Success measures

(problem 7 issue and impact (lead in bold)

identified)
2. SUPPORT FOR CAREER DEVELOPMENT
Successful mentor and JS, KF Autumn High
Promotion of UCL’s mentee to present at-all 2017
UMentor online staff meeting.
‘matching’ system.
Mentoring training
session and information
given at IfWH staff
meeting.
Buddy system for all new
staff initiated in 2014.
2.5 Increase uptake and  UCL offers an extensive  Line managers to
awareness of training  staff development encourage attendance at
opportunities and programme; courses are  training in leadership,

provide high quality  free, grade-specific
leadership training courses are offered, and

for academic staff. uptake has been
encouraged.

(Staff survey

2014/2015 showed Successful nominations

PDRAs spend an for senior leadership

average of 3 courses: 4F have

days/year on completed popular

transferable skills Future Leaders

training courses but ~ Programme (FLP), with

would like more). all achieving subsequent

academic promotions.
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Problem identified Actions completed Further actions (2016-2020) Responsibility Time- Priority  Success measure

(pre-2016) scale
3. ORGANISATION AND CULTURE

Equality Charter Mark
actions.

50:50 F:M balance
achieved for speakers
at IfWH Annual
Conferences and all-
staff meetings.

All our interview panel

members (and new
staff)
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Problem identified Actions completed Further actions (2016-2020) Responsibility Time- Priority  Success measure

(pre-2016) scale
3. ORGANISATION AND CULTURE

took part in annual IWD

drama.

IFWH logo re-designed
to reflect a more
realistic female form.

Many staff, including
the IfWH Directors,
include the Friend of
Out@UCL (UCL’s
LGBTQ+ network)
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Problem identified Actions completed
(pre-2016)
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Problem identified Actions completed Further actions (2016-2020) Responsibility Time- Priority  Success measure

(pre-2016) scale
3. ORGANISATION AND CULTURE
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Problem identified Actions completed Further actions (2016-2020) Responsibility Time- Priority  Success measure

(pre-2016) scale
3. ORGANISATION AND CULTURE

Student Barometer thematic

surveys.

Annual gender data
posted on website. AS
activities reported in
Annual Review and
newsletters. Annual
Survey shows staff are
aware of and support
IfWH gender equality
practices.
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