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18. Matters arising 
 

18.1. In relation to Minute 13.2a, the Interim Director of EDI reported that data on 
sexual orientation, and religion and belief for staff had been collected since 
2011 and data on gender identity was collected for the first time in 2021. Data 
on students’ gender identity, religion and belief had been collected since 2014. 
 

18.2. In relation to Minute 13.2b, the Interim Director of EDI confirmed that data was 
collected on numbers of overseas and EU staff, however this was not routinely 
used in pursuit of UCL’s EDI actions and therefore was not included within the 
report; this could be added into future years’ reports if a decision was taken to 
do so. 

 
18.3. In relation to Minute 13.2c, the Interim Director of EDI reported that a 

forthcoming campaign was planned to encourage staff to share their EDI data, 
including disability and gender identity. The campaign would include an initial 
small-scale questionnaire to understand why some staff may be reluctant to 
share their EDI information which would help inform approach and 
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19.1. Mark Rice, Head of Reward and Pensions, introduced the paper which 
presented a draft of UCL’s 2023-24 Gender, Ethnicity and Disability pay gap 
report. Under government legislation UCL was required to report its gender 
pay gap data by the 30 March 2024, using snapshot data taken at March 
2023. UCL also voluntarily reported its ethnicity pay gaps and, for the second 
time, was also reporting on pay gaps by declared disability. 

 
19.2. A number of points were raised in discussion, including: 

 In response to a query raised regarding intersectionality, the Head of 
Reward and Pensions advised that there were limits on the level of detail 
which could be covered within the public-facing report. Internal reporting 
could include a more detailed breakdown of the data with a greater focus 
on intersectionality. 

 A query was raised as to whether the actions proposed to address the 
disability pay gap were sufficient; the Head of Reward and Pensions 
agreed to review the actions again. 

 It was suggested that consideration should be given to how to improve 
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 Received and noted the content of this paper and its appendix 
 Approved the guidance content in Appendix 1 

 
22. Annual Review 2022-23 and Key Priorities for 2023-24 (3-04) 

 
22.1. Lesley Houfe, Interim Director of EDI, introduced the draft EDI Annual Review 

2022-23 and Key Priorities for 2023-24 which demonstrated the activity and 
impact of UCL’s EDI work, as well as its future plans. The Interim Director of 
EDI thanked colleagues who had contributed to this work, and invited 
members to follow up with her directly if they had any other EDI activities or 
case studies to suggest for inclusion in the report.  

 
22.2. A number of points were raised in discussion, including: 

 EDIC members welcomed the report as providing a valuable summary of 
UCL’s EDI work and plans and thanked the Interim Director of EDI and 
colleagues who had contributed to this. 

 It was noted that the updated version of the report was due to come to 
EDIC’s next meeting in April ahead of its submission to People Committee 
for sign off on behalf of Council. 

 
22.3. EDIC: 

 endorsed the draft Annual Review 2022-23 and Key Priorities for 2023-24 
(Appendix 1) 

 noted the up-dated timeline for publishing this document, along with the 
staff and student data monitoring report (section 3).  
 

23. Talent Link/Staff Recruitment Data (oral report) 
 

23.1. Angela Clark, Head of Recruitment, presented an oral report on Talent Link 
and staff recruitment data. Key points highlighted included: 

 Equitable, diverse and inclusive outcomes were key to UCL’s recruitment 
process, with a particular focus on gender, ethnicity and disability. 

 A number of initiatives had been implemented over the last six years 
aimed at improving EDI recruitment outcomes, including the Fair 
Recruitment Specialist Scheme and Accelerate to Leadership.  

 The most notable impact on EDI outcomes had been brought by the 
introduction of Talent Link which aimed to create a better recruitment 
experience for candidates and hiring managers, and to generate 
meaningful actionable insights on recruitment outcomes.  

 Changes implemented included: making the application process quicker; 
in-housing Executive Search and building relationships with alternative 
search firms to reach different candidate markets; building reasonable 
adjustment requests into the recruitment workflow; making opportunities 
for hybrid working searchable; and better optimised careers webpages 
serving vacancies to a more diverse range of candidates. 

 The Head of Recruitment presented slides comparing data from 12 
months prior and 12 months after the introduction of Talent Link, which 
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27. Date of next meeting 
 

27.1. Wednesday 17 April 2024, 10:00am. 
 

Freya Markwell 
EDIC Secretary, February 2024 

 
 


