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Introduction 

 
Key Equality, Diversity and Inclusion (EDI) related recommendations from Review Group Reports 2018/19 have 
been collated in this report, to provide a reference resource on the type of issues that are arising within the EDI 
domain. While the report is primarily for information, it may also have some utility for the identification of work 
projects and/or be of assistance for planning purposes.  The original paragraph and report references have been 
retained to assist with contextualising each recommendation in the original Review Group Report (if required). 
 
 
 
 
 

 

 

2.13 The School needs to develop a clear strategic plan that shapes the future direction of the School and will 
help deliver on the following themes: research, teaching and learning, internationalisation, equality 
diversity and inclusion, and external engagement, aligning with both the University’s and College’s strategic 
plans. (UCD School of Psychology) 

 
8.6 The School has set itself the goal of achieving the Athena Swan Bronze Award in 2020, which will create a 

platform for the exploration of potential improvements with regard to gender equality and wider issues 
within the School. Two members of staff have completed the Aurora Leadership Programme. (UCD School 
of Psychology) 

 
3.22 The RG recommends the School continue to enhance diversity and capacity in the School through 

developing strategic partnerships with visiting professors, joint appointments and adjunct appointments. 
(UCD School of Education) 

 
3.24 The School’s recruitment policy should continue to reflect that of the University’s on equality, diversity and 

inclusion. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.25 A School EDI Officer position should be established with clear roles and responsibilities and should be a full 

member of the School Executive Committee.  (UCD School of Nursing, Midwifery and Health Systems) 
 
3.27 The School should progress its Athena Swan Bronze award application. (UCD School of Nursing, Midwifery 

and Health Systems) 
 
8.9 A classic problem with any school of nursing is the gender balance and under-representation of male 

students. Currently 85% of the student body is female. In order to dispel the impression that nursing is a 
“female” profession, we recommend that the School make more effort to recruit male students. (At the 
same time, as described in Chapter 3, the School should make more effort to recruit male faculty, and to 
promote female faculty to higher grades, and to executive positions.) (UCD School of Nursing, Midwifery 
and Health Systems) 

 
3.2 In terms of numbers, core faculty has grown from 82 to 96 over the past four years, taking account of 

retirements and departures.  A total of 35 new faculty, all PhD qualified, have joined the College, making 
for a significant change in the demographics.  Many of the new hires were from top-quality international 
schools.  Many of the more senior faculty were locally trained and this influx of external talent was broadly 
embraced and appreciated.  Newly appointed faculty we spoke to were excited and energised and were 
eager to contribute.  In addition, there were strong equality, diversity and inclusion initiatives that 
contributed to collegiality. (UCD College of Business) 
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3.16 Given that there are no ‘calls’ in the new promotion system, the School should be systematic in reminding 

faculty that they can apply for promotion at any point.  In encouraging staff to avail of the new system, the 
School’s senior faculty should, in line with the School’s commitment to the Athena Swan Charter, be 
cognisant of the gender imbalance at senior levels. (UCD School of Biomolecular and Biomedical Science) 

 
3.18 The School might consider how, working under the umbrella of the Athena Swan application and 

recognising that their administrative support staff which is entirely female, it might advocate within the 
University, for a promotional structure that properly rewards a valuable cohort in its community. (UCD 
School of Biomolecular and Biomedical Science) 

 
2.21 School Executive Committee – the School EDI Officer should be a full member of the School Executive 

Committee.  (UCD School of Archaeology) 
 
3.10 The School is aware of, and seeking to address, challenges that it faces as a result of a lack of diversity in 

the current staff profile. (UCD School of Archaeology) 
 
6.10 While the Review Group commends the School’s participation in Athena SWAN programme, they 

recommend that a School working group continues to review the outputs from the process over the longer-
term within the School. (UCD School of Archaeology) 

 
2.19 The governance relationships between various groups and committees relating to the work of the ALL Unit 

appear to be complex. For the purposes of enhancing clarity, the Review Group recommends a review of 
the reporting and governance relationship between the ALL Unit, the Widening Participation Committee, 
the University Management Team (UMT) Equality, Diversity and Inclusion group and the College 
Programme Boards. (UCD Access and Lifelong Learning) 

 
4.22 The Review Group recommends that a core programme of training be developed and implemented for all 

staff within the Unit and that sufficient time be allocated to this within staff workload allocations.  This 
training should include, for example, GDPR, EDI, unconscious bias, mental health awareness and dealing 
with distressed students. (UCD Access and Lifelong Learning) 

 
 


