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Foreword

This is our sixth annual diversity repdVhile the Academy has made efforts to achieve greate
diversity and inclusion across all its activitigass report tells us there is much more to dat
aK2ga GKIG GKS 1 OFRSYeéQa ¢ 2 NJ .Thigggdo NRimprdvej g
overnight, or even from year to year, without deliberate and thoughtful actions. This report
crystallises our desire to stif FNRBY QOKALIIAY3IA | gl &Q (2 o02f

Our upcoming work to develop a new strategy for the Academy provides an opportunity to
cement this ambition into our planning, objectives and resource allocation.

ltisclearthatweg/ SSR (2 221 f2y3 YR KFENR G 6KI
how we define it. We musippreciate mordully that some people are offered fewer
opportunities and experience more barriers to common markers of esteesnience We must
find ways to recognise and support great medical and health research, wherever and howe
done.

Bold ambitions need dedicated time and resource. Many of our processes have been set ug
while. The Academy Council has concluded that the nextistepdevelop actiorplans to
AYLE SYSy(d GKS NBLR2NIQa NBO2YYSYRIGAZ2Yy&A 2y
day-to-day functions moving. We are clear that this is not about positive discrimination but a
taking an equitable approach and tng to ensure we are truly fair.

We know this will require a sustained programme of learning and unlearning for our Fellows
staff, researchers and collaborators. We look forward to improving our training, learning fron
others across the sector, and qugting each other on our journey.

This report is, at times, uncomfortable reading. Reaching for equality at the Academy is an
uncomfortable task. But if we are sitting comfortably, we are not doing enough. This report n
the start of that process.

Professor Dame Jessica Corner FMedSci and Professor David Lomas FMedSci

Dame Jessica and Professor Lomas were Academy Diversity Champions in December 202
0KS NBLR2NI ¢l & RAaAOdzaaSR o0& GKS ! OF RSYy.am?
Select Statistics Ltd. for their expert help in producing this report.




Executive smmary

Thisisthe sixthannualAcademyof Medical Sciences diversity repad the fourth to be published
externally.Previouslydata has been collated, analysed and reported on by Acadeaffy This year
the data has been analyseahd the report written by external consultantisom Select Statisticand
Inclusive Recruiting

The report is basedrodata collected fronls September 2019 to 31August 2020 across seven key
work areas within the Academgome additional data fgrants awarded over recéyears is also
included. For eactwork areawe report data orgender, ethnicity, disabilifygender identiy and

sexual orientationFollowing their synthesis and statistical analysis of this diversity data the authors
providekey points to evidence who the Academy has included in our work this year agglaifity,
diversity and inclusiorED) narrative where they give their reflections and begin to unpick some of
the assumptions, understandings, systems and processes belérdhth. Each section concludes

with a series of recommendations from the report authors to help the Academy develop an action
plan to advance its diversity and inclusion work.

Based on their findings the authors maké&ey recommendationt® be taken forvard to progress
the EDI journey and impact for the Academy

1. The Academy should build an overarching EDI strategy with recommendations of the areas
of priority built into longterm and shoriterm plans.

2. The Academy needs to lead by example. An investment should be made for either an
existing internal team member (as part of an existing role) or a new role to be created to
own and steer the EDI change.

3. Atargeted approach to increase awareness and understanding of EDI and encourage
learning and unlearning must take place across all Fellows, committees, and internal staff
team members.

4. Change must start within the Fellowship: this key area is the pipelil delivers most
expertise and decisions across many areas of the Academy. Getting inclusion right with the
support of the Fellows will fundamentally and significantly change the entire EDI landscape
for the Academy.

5. There is a significant disparity Wih the Academy forepresentation fromBlack, Asian and
minority ethnic groups (BME across all areas including governance, any event attendance,
grants and internal staffing. Every area is underrepresented and requires urgent action to
investigate and etion change

6. An overarching review of assessments should be taken. There are many opportunities for
grants, competition, employment and Fellowship achievement but there is no system or
process to ensure inclusion happens during the scoring and assetgiagpte.

7. There are positive outcomes shown for women with a general increase of female
representation in the Fellovisp, grant awardees, staffing and career development
programmes. However, a continued drive towards gender diversification must be taken t
ensure the Academy continues to increase representation.

8. Ahead of any other diversity data reporting there needs to be active improvement in the
gathering of further EDI data and a more inclusive approach must be adopted to capture this
important EDI d&a to support evidence of change.


https://select-statistics.co.uk/
https://www.inclusiverecruiting.co.uk/

Introduction

1.1 Data colleatd and reported

The dversity data in this report has be@ollectedinternallyby the Academy and covers the period
from 1%t September 2019 to 31August 20201t provides information on seven keyork areas
within the Academy:
1. Governance
Fellowship
Grant Schemes
CareerDevelopment Programmes
Polig
Corporate Affairs an€ommunications
. Human Resources
The data contains breakdowns of the number @aticentage of people in each key activity area
broken down by the following protected characteristics:
1. Gender
2. Ethnicity
3. Disability
4. Gender ldentity
5. Sexual Orientation

Nookwd

Additional grantsdata

Detailed grant data are available for the past five years. Whilst there are not sufficient data to
formally test for trends or patterns over time, time series plots are provided that allow an
exploratory first look. More details are provided in the Grasgstionbelow (page D).

Gender

For gender data only, whilst the majority are selported, there are occasions when gender has
been inferred fromnames orappearanceWe recognise thall data should be seteportedand the
report includes recommendations to improve data collection

Ethnicity

BAME is used as a reference throughout data and the diversity and inclusivity (D&I) narrative and is
referring to individuals who identify as Black, Asian and /or Minority iEtkivhilst detailed

breakdowns of ethnicity are collected (16 categories not including PNS), headline results are
reported using the categories AWB (any white background) and BAME (Black, Asian or from a
minority ethnic group). The latter is made up ofddiegories and combining them in this way may
limit our understanding of how diverse the Academy and its work is across different ethnicities.
Where possible, further breakdowns are therefore provided to better understand the roplat

the BAME categoryVe strongly believe and advise that differing identities of race should be treated
separately as these identity groups have a different and separate experience of discrimination and
marginalisation. The report includes recommendations to improve this

Intersectionality

The data lacks the ability to identify the intersectional layers of an individual. It is important to
establish these multiple identities that a person may hold to ensure they are inclédddf the
recommendations refer to this deeper need for awareness and reporting on intersectional
difference.



Data collectionand quality
In line with previous reports, data collection is referred to as very good, good, and poor according to
the following criteria:

1 >90% data collection = very good

1 >75% data collection = good

1 <50% data collection = poor

This report and analysis covers the entire inclusion remit: it purposely reports on data where there is

no information gathered to highlight the impa@mce of gathering more details on this data for

consideration next yeaAll categories include a column that details the number of people for which
information was not collected (i.enissing data For each breakdown, a person is also given the

optonofda St SOGAY3I Wt NEFERI B2K) 88y RE BRI K SRPAAWRY RtF{ 54

Data are collected by the Academy in several ways depending on the key activity. For example, data
collection atpolicy or careergvents may occur during thegistration process or could be via paper
forms on the day. Data relating to grants arelowship are collected on application and staff data

are collected via an annual staff survey. Consequently, the amount of data collected varies according
to the method and across key activities.

Red flagging system
In the appendices, thieport operates a red flagging system where data rowsflaggedfor further
considerationf:

1. >50% of data are not collected in any category

2. Gender: <35% female or male

3. Ethnicity is 100% AWB or <2% BAME.

These are not considered specific targets or quotas.

1.2 Data analysiand methods

The followings provided foreach key activity:

1. Tables of percentage breakdown by gender, ethnicity, and disability (in addition totdie to
number of people in each category). Where available, the same tables detailing gender
identity and sexual orientation are also includ&dll datatables are provided in the
Appendces

2. Horizontal bar charts for gender, ethnicity, and disability.¢awh, the lefthand bar chart
gives the percentage breakdown (with the total number of people in each category written
beside each bar) and the rightand bar chart is the breakdown of the actual numbers.

3. Where there are sufficient data, horizontal bar diseof BAME breakdown. These charts
represent the breakdown in each BAME category i.e. excluding the categoged/hite
BackgroundAWB and prefer not to say (PNS). This allows statements such as: over 30% of
BAME Fellows are Asian Indian.

4. Tables of suiess rates foFellowship, grants and recruitment.

In the percentage breakdown tables, pooled values (e.g., across all policy work) are calculated from
the underlying base data and account appropriately for the number of people in each pooled
category. Pecentages are rounded to whole numbers, which is why percentages mahmays

sum to 100%.



Where appropriate, statistical hypotheses tests are applied to test, for example, if there is evidence
of a statistically significant difference in success rattsveen two breakdowns (e.g., male and
female). A Binomial Test of equal proportions is applied; evidence of a difference is found-if the p
value is less than 0.05.

1.3 Datanarrative
The seven activity areas include text on the following.

Key pointsThese pointare included for thalifferent characteristics that data is collected for. They
reflectkey messages the report authorencludedfrom their analysi®f the data. Theyighlight
postive and negative findings and make comparisons across tteeatdlected for each activity area.

EDI narrative- In this narrative, the authorgive theirreflectionson the key pointand begino
unpick some of the assumptions, understandingystems and processes behind the data. It
provides a stimulus for the Academy to begin asking questiohslfpunderstand how to progress
in its inclusion journeyThe narrative is intendetb enable theAcademy to implement sustainable
changes impriority areas.

It isrecommendedhat a change of approach is taken when reading and considering this réfport
we review this reporbn the basis of gtical thinking and evidenebased analysjshere is a

potential that this methodology becomesbarrierto EDIIf individuals are experiencing inequitable
or discriminatory practiceshe need for evidence of the practice from those who are not
experiencingt, adds to the marginalisatioaf those individualsKeep in mind that some of the
findings and reemmendations manifest bias throughstems policy,structuresand governance
created by the normative or majority group. If you have alwagmsefitedfrom the systens created
for the normativegroup, it islikely thatno amount of critical thinking or evidence will enable you to
identify how that systentauses biagithout rejection. fyoucanidentify bias the likelihood is that
the approachof evidencedbased demands will have been triggering to those marginalised
individualswho willneedto proveit ishappeningand be questioned on the validity of their
experience. Whilst critical thinking amedidencebasedresearch is an essentialethodology, it is
based on universal intellectual values and the experiencésafichnation is not universally felt and
applies only to the minority.

Recommendationg each section concludes with a series@fommendationgrom the report
authorsto help the Academgevelopan action plaro advancdts diversity and inclusiowork.
Theauthorsnote that e external reviewerthey do not have knowledge of the full breadth of
Academ¥&ork, meaning thatsome questions raised and the recommendations proposed will need
further internal discussion to understand the best steps tdrads them. The questions should be
used as a starting point for developing understanding, analysis and action

1.4 Benchmarking

Benchmarking where relevant is providéd®2 O2 YLJ NB GKS | OF RSY2 Qa ¥ A 3dzNX
organisations

Benchmarking this year is only focused on the areas of Governance, Fellowship, Grants and Human
Resources. These are the key areas where better practice can be observed and benchmarked, the
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other areas have limited information that does little to progréi®s inclusion journey of the
Academy.

Some of the benchmark reporting is limited as many comparable organisations are yet to release
diversity data and are still showia§18/19 reports. Also, as there are no significant changes or
movements in the Acadee (i&ersity outcoms, several factors in the very thorough and detailed
benchmarking reporting of 2014ill stand. Mindful of the lack of movementdé#ferent approach

has been taken tbenchmarking for this reporRather than comparing % measures against other
similar organisations, there is more focus and commentary on measuring practices in other
organisations that the Academy can take initiative or example from to implement intogiurt
reporting. The authorschose this approach as there is an obvious lack of diversity representation
across the STEM world so reporting that the Academy is a higher % than a comparable organisation
could lead to a lack of urgency or drive towards induslt is also proven that reporting in this way
leads to some complacenaywe have evidence that identifies we are performing better than

others at best there is less active inclusion applied, and in some cases no further action on the EDI
approach irthe particular focus area. If we are reporting figures that are better than other
comparable organisations, we may well associate that as doing well, when in fact the base that we
are reporting is still incredibly low.



https://acmedsci.ac.uk/file-download/78143280

2 Governance

2.1 Gender
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Figurel: Horizontal bar charts of the breakdown of Governance by gender.

Key points

1 Data collectioron gender for governance is very good.

1 The gender split acros®mmitteesis goodandwhere there is a lower percentage f@imales
the committee numbers are smdfor example, the Officers Committee which is mageof 6
members.

1 Thereare 6 male Regional Champions compared fler3ales

1 Thepercentageof female memberé governancecommittees has reducedn 2020 comparedo
2019exceptfor the Officers andRnancecommittees

1 TheTotal AdvisoryCommittees has seen a downward shiftgarcentageof femalemembers
with a reduction of 9%etween 2020 and 201@ith less people overafin absolute numbers
this equates t@®22 femalesand18 malesn 2019 compared to 17 females and 20 males in 2020).
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2.2 Ethnicity

s
o

Total Advisory Committees 2019-

w
=

Total Advisory Committees 2020-

-
=

o
-
o
[
=]
w
o
&
o

Council 2019-

L.
~

Council 2020~

@

Officers 2019-
Ethnicity
[ awe
| e
B s
[ Nomfo

Officers 2020-

(=2}

Finance Committee 2019~

@

Finance Committee 2020-

e

Fellows Committee 2019-

o

Fellows Committee 2020-

w

Regional Champions 2018/19-

w

o

Regional Champions 2019/20-

0% 25% 50% 75% 100%
Percentage Count

Figure2: Horizontal bar charts of the breakdown of Governance by ethnicity.

Key points

91 Data collection orthnicity for governance is goakcept forthe FnanceCommittee for which
there is 67% of data missing this year.

T hdzi 2F ot aSrida 2y GKS ! OFRSYyeQa O2NB 3I20SNYIy
BAME Fellow.

1 Comparingrable5 with the 2019Diversity Reportthere has been no progression in BAME
NELINBASY(llIGA2Y Ay lye 2F (G(KS ! OFrRSYyeQa O2NB 32

1 No ethnicity data is available fa6% of theTotal Advisory Committeas 202Q

2.3 Disability

Key points

1 Data collection omlisabilityis poor forgovernanceherefore detailed breakdowns have not
been provided immables.

9 There has beenlargedrop in disability reportingcross all advisory committeé®m 45% in
2019 to 78%n 2020 reporting no information on disabilitfhis is a statistically significant
difference.The difference here is because last year disghilias collected for both the Fellow
committee and the Regional Champions, but this year data on these committees are missing.

2.4 EDA&I narrative

Gender

The total gender split overall is good however the probing question of why the female % has moved
down across the last year must be identified and year on year comparisons should continue to be
made to ensure this is not a lostgrm trend. This will allow the Academy to identify barriers and

11



actively support female Fellows into advisory committee rolesuffmut 202. There is ho data

available for any gender identity except Female or Male, it may be simply that there are no further
genders to report, but broader data on gender identity should be collected (or reported on if this has

been collected). Repokity 3 ISYRSNJ &4 2yfé& FSYFES 2NJ YIFES NRa&J
wish to identify differently are not included as a normative group in society. The best approach

would be to list all genders and add PNS. Although this may just lead to largersrepod data

returned, it shows an inclusive approach and may encourage those who do identify with a different

gender to seHdentify with who they are.

Ethnicity

There has been a shift in individuals reporting ethnicity between 2019 and 2020 with some of those
reporting PNS in 201®ovingeither to reporting their ethnicity or entering no information. There

must be a consideration of why individuals do not wantdport ethnicity data across governance

and who is not reporting, is it AWB or BAME? Establishing who, helps us to interpret the why.
Perhaps the BAME Fellows on governance committees do not want to attribute that success to being
BAME and therefore witiot report it? On the other handgome individuals from AWB wihow

fragility around the ethnicity discussiogspecially since ieached a peak in 20Zbthey may not

want to enter any information which may further highlight disparities in this arspeeially when all
who have achieved Fellow status are fiercely proud of that achievement amcgbae through

stringent selections to achievedhstatus. As the governance committees are elected from the
Fellowsto impact on change the focus must be the intake of Fellows.

Achieving Fellowship at The Academy can takayyears and requires rounds of peer reviews and
nominations from an existing Fellovchieving a governance positionasother stepthat requires
existing Fellowto put themselveghrough another nomination and review processnfortunately,
the Governance area will not see much chamgdiversityuntil there is an increase in different
identities in theFellowshipelected.

Disability

Disability covers many factarsidden, seendevelopmentabndneurodevelopmentalThe current
data captured for disability does not identify these different areas of disability. Reporting on
disability more thoroughly will identifgow the Academy can be more inclusiviewill also identify
which disability areas require support to ensure individuals feel like they belong and aid a more
inclusive environment for all.

2.5 Benchmarking

Exploringhe approach to Gvernance committees aither organisationsanhelp benchmarkhe

I OF RSY2Qa LISNF2NXIyOS Ay GKA&A | NBF® ¢KS hast A2y €
impressive diversity composition in its committees and appointments, though there is still a way to

go. Success here could be down to the processtwigiquires less existing member involvement

thanthat required for the Academy.

2.6 Recommendations
1 More detailed data reporting from the Governance committsésuldbe encouraged with an
Academy driven commmicatiors programme explaining why atige importanceof this change

This should go alongside a drive for collection of missing data and better data handling systems.
Success is 100% reporting of diversity data from the committee teams.

12



13

Accept that change will be difficult at governance level #mfocus for change should be

within Fellowship.

There is overlap between Officers and Council members who sit on multiple advisory
committees. While this is inevitable in many governance structures, overlapping membership of
committees from a narrovpool of people will impact on the organisat@rdiversity of thought.
Explorewhere additional voices can be drawn into committees to address this.

Active screening in (where diverse candidatessgrecificallyidentified and approached directly)
and sgnposting should take place to encourage Black, Asian and/or ethnic minority Fellows to
join the governance committees. In particular the Regional Champions, Offitersgh the

search committeesandthe Finance Committee, all of which have had no BA&fiEesentation

for three years in a row. Officers and Regional Champions also have the lowest representation
of women in governance committees so diversity of thought in these committees will be
extremely limited.

Researclorganisations who adopt a diffent application approacto governance applications

to learn from more current examples ahést practice



3 Fellowship

Gender Ethnicity
PSD No No Total
F M PNS | Info AWB | BAME | PNS Info
2020 Shortlist
Success Rate 30%| 27% | 0% 0% 27% 40% 50% 20% 28%
2020 Fellow
Success Rate 51%| 39% | 0% 0% 46% 32% 0% 33% 43%

Tablel: Success ratesf the 2020 Fellowshipund broken down by gender and ethnicitye shortlist success rate is the
proportion of candidates that arghortlisted,and theFellow success rate is the proportion of shortlisted candidates that
are elected Fellows.

3.1 Gender
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Figure3: Horizontal bar charts of the breakdown of the Fellowshigdaydet

Key points

1 Data collection for gender is very goaith no missing informationThe Fellowship is male
dominated with 20% of Fellows being femaled 79% male

1 There is an approximatequal gender split in the Sectional Commitig¢both members and
chairs), but the Fellowship candidates (both névtal, and shortlisted) have a 70/30%
male/female split.

1 The gender split is improving over time with 17%@fows elected between 1999 dr2003
being female compared to 38% in 2020. However, if the pool of candidates remains 30% female
and the percentage afandidates elected that are female remains below 30t it is going to
be difficult to address the historical discrepancy in gender.

f Looking at Fellow success rat&slflel), ahigher proportion of femaleandidatesvere
shortlistedcompared to male candidat¢80%vs.27%) anda higher proportion of female
shortlisted candidates were elected compared to male shortlisted candidates (51%o 39
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Althoughthe success rateare higher for females (both in terms of being shortlisted and
elected) these differences armot statisticaly significant.

3.2 Ethnicity
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Figure4: Horizontal bar charts of the breakdown of the Fellowship by ethnicity.
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Figure5: Horizontal bar chartef the percentage breakdown of each category within BAMEfimical, NorClinical and
Total Fellows.

Key points
1 Data collection is good for ethnicity across the Fellowship with information known for 85% of the
Fellowship.

1 Out of 1,329 Fellows, there are 88 (7%) BAME Fellows of which 50 are clinical and 38 are non
clinical.
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1 Looking at the BAME breakdowWigure5), over 50% o#ll BAME Fellows are Asian or White and
Asian.

1 There are 6 out of a total of 1,3Zellows that are Black of which 2 were elected in 2020.

1 Tablel highlights that ahigher percentage of BAMtandidatesvere shortlisted compared to
AWBcandidateg40% to 27%), but a lower percentageB#MEshortlisted candidatesvere
electedcompared to AWB shortlisted candidat@2% to 46%). There is no evidence that these
differences are significant, but due to the low numbers of BAME Fellows altegietest like
this is likely to be undepowered.

1 Between 2014 and 2018, 8% of all Fellows elected were BAME compared to 12% in 2020
suggesting a small increase in BAME representati@n recent years

3.3 Disability
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Figure6: Horizontal bar charts of the breakdown of the Fellowship by disability.

Key points

71 Disability data is poor across the Fellowship, but very good across the Sectional Committee
(both members and Chairajpd 2019/20 Fellowship Candidates.

1 2% of theSectional Committeenembersreported a disability and 98% reported no disability.

1 28 out of 415 (7%) of total Fellowship candidates for 2019&p@rted adisability of which 6
were shortlisted. However, of the 50 Fellows that were elected in 20@0¢ is no information
on whether they had a disability.

1 For a complete picturgisabilityinformation of theelected Fellows is requirgthis data is
availableas it is collected for all candidates, but not pulled through to those elected)

3.4 ED&lnarrative

Gender

The nonclinical Fellowship has the highest proportion of female members (in total there are 265
women in the Fellowship of which 175 are ndimical). Further research is needed to understand if
this is reflective of the sector represetion of women to men in clinical fields at senior levels as it
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would indicate targets to consider when encouraging candidate nominations. A similar review to the
one proposed was completed by an Academy taskforce oiRRtresentation of women within the

| OF RSY& Q& iner2. {The dolloiinglykar saw the highest leap in the level of females
elected to the Fellowship compared to the year befdessons should be learnetbaut that year to
establish what may have been done differently to see sutimcrease.

An exercise should also be conducted on the number of attempts it takes for women Fellows to be
electedversus male Fellowdhis will help establish if there is a bias in the decision magkiogess
against women Fellows.

¢CKSNBE Aa || OSNEB 3I22R QOARS2 | @grAfrotS 2y | 2dz¢dz S

aSRAOI f { OA SuabiSons afd irSa@es GsBdEin thideo to show how the election
process works are masculine imagatbeit they are pink- no other gender is depicted.

Ethnicity

When reviewing shortlistindhe BAME category is the only identity area where the elected success
rate is lower than the shdlisted success rate. This measure indicates the likelihood of bias taking
place in the scoring ardiscussiorprocess. Although some unconscious hias resources are provided
to committee members, more learning and unlearning should be put in place to coach on favourable
and unfavourable biases. Support could be given to inclusively screen for EDI at Sectiondtg€eommi
stage. Evidence shows that if an external or intedigrse individual oEDI champion is placed

within interview or assessment panels to highligigquity when decisions are made on diverse
applicants, the success of these applicants/candidateases An example of this evidence was
shown in recenfindingsfor a small national charity, in the internadcruitmentprocess20% of the

last 10 hiresvere madeto candidates whavere from diverse backgrounds. In the review of the
recruitment pro@ss, it was ideiified that the two recruitment panels that had a diverse member as
part of the decisiomakingwere the panels that placed the diversandidatesFurther evidence of
previous years across a wider remit also showed this pattern contiimugchnt making panels.

Diverse representation on panelsascritical stepto making more equitable decisions in any area of
work where individuals will be assessed

Disability

Although there is very good data reported across Sectional Committees is no indication of
what disability is being measuretbr instancephysicalneurodevelopmentalvisionor hearing
related, or mattersaroundmental health. A consideration of being more specific in this
measurement of disability may render moreasure of potential disabilities of Fellows.

Sexual orientation and gnderidentity

There is no information on sexual orientation for any of the categories. Information on gender
identity is available across the Sectional Committee and 201B&#0wship candidates of which all
candidates had the same gender as biffaljle7).

Intersectionality

There is dack of diversityand diverselived experiencesithin the Sectional Committee members.
These members are responsible for the decision making on new Fellows and will have a limited
diverse orintersectional view of the experiences of Fellows who may come from marginalised
groups.
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3.5 Benchmarking

As highlighted in théntroduction, diversity reports from other National Academies have not been
updated since previous Acaderaf/Medical Sciencediversity reports so updated benchmarking on
the Fellowship cannot be completed.

The Royal Sxety diversity report for 2019 includes age demographic data from Fellows. The
Academy collects and reports on this elsewheresbould includehis information in future
diversity reports. We are currently in a world with 5 different generations in imgrkocietywhere
each demographic has a different approach to learniggderstanding who the existing
demographis are within the Fellowhipmay help the Academy to better identify and serve the
learning styles and responses when embarking on the inclusion discussion and journey.

lfaz 2F y208 G4KAa @SINJAa ¢KS wzelf 1| OFRSYe 2F 9
Nominations Panel toresure that thér Fellowship reflects society in gender, industry versus

academy, a younger age demographic and more BAME candidates in addition to other criteria. This

active inclusion example is a good approach to drive more diversity into the Academy.

3.6 Recommendations

Nominations

1 Explore and review the nomination procaesunderstandhow to better support existing
Fellows to nominate more inclusively, for them and the nominee.l@hgthy process for
nominations and a high workload expectation for traminating Fellow will impact oreceiving
more diverse recommendations and needs to be reviewed.

9 Hold sessions for potential principal nominators to guide them through the process and assess
how this process can be less taxing for them.

Criteria
1 The Febwship criteria are very comprehensive, and a more #igendly version could be useful
in supporting peer reviewers and Sectional Committees members to elect a more diverse Fellow
group.
f Review the criteria and scoring set out for Fellows and be clearr: & G322 R¢ f221a f
SyadaNBE (GKFd 'y a2dziadlyRAY3I O2y(iNAROGdziAZ2YyE Ol Yy
1 Thecriteria for Fellowsvere seta long time ago, althouglikely well fit for purpose at the time
the changing world around useansa review of this criteria for the future state
(world/sciences/medical interventions/changing demographic) is necesghiy reviewshould
includehow the criteriaare measured and defined and address hthey areapplied fairly in
practice by all individalswho will beassessing and judging.

Assessment

9 Add a scoring matrix as part of the process to ensure equality and equity in scoring. Consider
addingan EDI weighting within the scoring process for Fellows

1 Undertake a similareview to the 2012 tadbrce on theRepresentation of women within the
I OF RS Y& Qa toCdlidteflatest dakaon the gender difference in senior biomedical and
health researcherand whether thids reflected in the candidate pool. Expand this data
collection to include ethnicity data.
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1 Measure the attempts/rejections of male/female and AWB/BAME to establish if bias takes place
in the peer review stage.

1 Inthe final year of nomination (year 5 cgar 3 on subsequent rounds) candidates who have a
score of 2.5 or more automatically go to peer review. Explore the possibility of applying this rule
for all diverse candidatesith a particular focus on diversity of ethnicity andderrepresented
gendercandidates in their final year. Thigll enablea positive equitable approach giving
consideration taall diverse candidatewhentrying to increase representation and diversity
across the fellowship,

1 Consider whether Sectional Committees can be gieerporary internal or external support to
drive and campaign across existing Fellows for more diversitghmubgh. This will introduce
diversity of thought and a more inclusive lens during the selection process. There is evidence
that including diverseapresentation of thought and lenses in assessments increases diversity
and silences bias.

Trainingand learning

1 A programme of learning and unlearning should be held for peer reviewers and Sectional
Committee membersThis could be delivered as individmaineral sessions tackling several
aspects of inclusion over a period of time to support learning and unlearning around the entire
inclusion topic.

1 More must be done to explain the importance of 100% reportihdiversity information for
candidatesThere should be assurances that all data is anonymous and it supports the
improvement of diversity for the Academy of Medical Sciences overall.

19



4 Grantschemes

Gender Ethnicity Disability
PSD No No No Total
F M IPNS Info AWB BAME | PNS Info Yes No PNS Info
All grantssuccess rate 29% | 17% | 4% 0% | 29% 16% 20% | 0% 25% 21% | 0% 0% | 22%
All UK grants success rate 43% | 30% | 60% 0% | 39% 29% 50% | 0% 42% 37% | 31% | 0% |37%
All International grants success rat| 22% | 13% | 20% 0% | 20% 14% 11% | 0% 13% 16% | 21% | 0% | 16%

Table2: Success rates of 2020 grants broken down by geatericityand disability split bgll grants, UK grants and International grants

Note the UK grant panel aggregates in this section do not include HEI Sprin@it@ainghions as the Academy does not appoint them, but their breakdown
is provided for information in the AppendiXgble9).

4.1 Gender
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Figure7: Horizontal bar charts of the breakdown of grants by gender.
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Key points

1 Data collection on gender is very good excepttifier UkIndia AMR Visiting Professorslgmant
paneland GCRF Networking grant pafalwhich thereis missingnformation (44% and 57%
respectively).

1 Over all grants (including both UK and international) the gender split is approximately equal for
grants that are awarded.

1 There are more male applicants of grants than females (60% male compared to 39% female),
which is predominantly due to the difference in femaedmale applicant$or international
grantschemes

1 Table2 highlights thatthe success rate is greater for femalgplicantsthan maleapplicantsfor
all grants (29% female success rate compared to 17% male success rafgdtt€hngs
apparentin both UK andnternational grants anthe differences arestatistically significant (for
all grants and UK aridternational grants individually).

1 Females ar@ot as well representedn grant panelsis maleg35% of all grant panel members
are female compared td7% malerlthough we have no information for 18% of all panel
members

4.2 Ethnicity
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Figure8: Horizontal bar charts of the breakdown of grants by ethnicity
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All UK Grants Awarded All UK Grants Applied All International Grants Awarded  All International Grants Applied
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Figure9: Horizontal bar charts of the percentage breakdown of each category within BAME for all UK and International
grants applied and awarded.

Key points

1 Data collection on ethnicity is very good except for grant panels wigngcity data or33%of
panel members imissing.

1 Out of the data collected, 8% of the grant paneds’eBAMEmMembersof which there are no
Black panel member&cademygrant panels are selected frothe Fellowshi@nd therefore
are likely toreflect the sameepresentativenessintil the pool is more diverse

1 OverallUK grants, 74% of applicants are AWB compared to 23% BAME and 78% of awarded
grants are to AWB applicants compared to 18% of BAME applicants.

1 BAMEepresentationis higherin international grams with62% of all applications from BAME
applicantscompared t035% AWB applicants a®@% of alinternationalgrants awarded are to
BAME applicants compared to 43% of AWB applicants.

1 The success rai@able2) for all grantss greater for AWB applicants than BAME applicants
(29% vs. 16%), which is a statistically signifidéference

1 Looking at the BAME breakdowyigure9), UK grant BAME applicants and awardees are
predominantly Asian Indian or Chinese. Out of the 18 UK grants awarded to BAME candidates, 2
were awarded to Black appintsandout of the 63 International grants awarded to BAME
candidates, 24 were awarded to Black applicat& S O2 dzy i NB A LISOATFTAO y I G dz
international grants schemes impacts how individual ethnicities are represented in both
applicants ad awards.
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4.3 Disability
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FigurelQ: Horizontal bar charts of the breakdown of grants by disability.

1 Data collection on disability is very good except for grant panels where it i{¢@6érof panel
members have no informatiocollected)
1 3% of all grant applicants and awardees have a disability.

4.4 ED&I narrative

Gender

The successatesfor grants awarded to female applicants when there is a lower application and
underrepresentatiorof femalesin the panel shows that th&cademy can do better in driving
diversity, and coulduse this experience taddress why it is so difficult in other areas of diversity.
Similar to other organisations, progression in gender diversity seems easier to achieve than other
marginalised area®\s gender representation is strong the Academy may want to consider taking
some best practice from this area in process and approach but focus the EDI drive on grant
distribution in other diverse areas.

Ethnicity

The pattern of bias continues in gradistribution: the % of BAME applicants awardisdower than
the % of those who have applied, which indicates a bias when compared to AWB who have a %
higher rate ofgrantsawarded . There is a clear significance in the distribution of grants within the
BAMVIEidentities, when comparing UK based and international grants, tighpercentage of grants
awarded to BAME candidates in the UK 18% versus 52% if based internationally. This itiditates
there may beabias that acceptsthnicity diversity when the applicant is internationatigsed
(Confirmation bias) and lesgceptance ofliverseethnicity identity whilst assessingKapplicants
This needs to be explored furthéfhere are ao reasons of scakesthere are more intenational
BAME applicants than there are UK BAME applickbisever patterns of success ratesmpared

to AWB both internationally and in the Would stillindicate that there isbias that leads t@
different scoring behaviour and approach for UK applicafitere needs to be a review of the
application proceswith a focus on an inclusive screening lens which will increase the success rates
for BAMEapplicants, the potential of biaseedsto be remored from the processind training about
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bias behaviours needs to be embedd®here there is no option but to screen and award to BAME
candidates, this isasilydone, but where there are other options the % of BAME awardees falls due
to bias. One question to probe is, when the grant panel is scoring applicants, are they comparing
applicants against each other across the round? If this practice of comparisostanhier

applicants is happeningmtayexplain the anomalies for Black candidates in the UK who will show up
differently compared to AWB counterparts. It also evidences the higher success rate internationally,
the comparison applicants internationally arere likely to have similar protected characteristics

and intersectional similarities and therefore measuring will be more successful for diverse applicant.
TheAcademymustconsider equity in the grant panel assessment process and ensure grant panel
members understand how the intersectional make of grant applicants may differ and how this

will impact on their applications that they submit.

It is important tocontinue tomonitor, questionand investigateanyreasors women outperform

men, for instancenhether thiscould be because the majority of BAME applicants are men? It would
be useful to break down the gender of BAME applicants to determine if the BAME male applicant for
grants is what sways the female application rate to a higher success rag@ypbthesiss perhaps
furthersupported byl KS Wl f f AYGSNYlFdA2ylFf 3INIyGaQ OF GS32NE
candidates awarded versus female which is opposite to UK grants and all overall, in these
international areas it is clear that theredashigher number of BAME applicants (62% of 734

applications are BAME). This could just be coincidental but the % BAME and % men are remarkably
similar andraises ajuestion whether international male applicants are predominantly BAME. If the
same assumptio is applied to UK grants, then the men being BAWHId be the reasomvhy the

female awarded rate is higher, indicating bias at application assessment stage and a lack of true shift
in the female representation dialThis is purely hypothetical and theienot enoughintersectional

data to investigate this, but reviewing these questions would give important irssight

Disability

The need for more specific measures for disability continaedas in other areas the Academy
shouldseek tounderstand the type of disability that grant applicants and awardees have. Disability
could be hidden, seen and/@reurodevelopmental. Understandirdifferent disabilites can help

identify potential barriers faced by applicants who are unsuccessful amdtablish what further
support may be needed by grant awardees to ensure success.

Sexual orientation and gender identity

There is no information on sexual orientation for any of the categories. Information on gender
identity is available for grants awded and applied. No one has indicated that their gender is
different from that at birth with a very small minority who prefer not to say.
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4.5 Grants eertimeanalysis

Historical grant data for up to five yeassavailabldor all grants.Time series plots for the following
grants are giveibelow.

1. Starter Grants

2. Springboard Grants

3. Global Challenges Research Fund Networking Grants

4. Daniel Turnberg Travel Fellowships

These grants have been chosen as there are sufficientadaitableboth in terms ofprevious
rounds and number of grants given out each rou@ther grantsvhere a smaller number are
awarded are likely to exhibit mongearon-yearvariability in their breakdowns.

In each figure below, a plot is given for the gemtage of applicants, awards and the success rate
broken down by gender and ethnicity.

Finally, Table3, provides the gender and ethnicity breakdowins each grant panel pooled over the
years available. This information has been provideedamine the breakdown of tise who are
allocating grants.

Key points Starter GrantgFigurel1l).

1 Except foone round Roundl17), there is a consistently higher proportion of male applicants to
Sarter Grants than female.

1 There is no clear pattern emerging of the gender split in the awardees or success rate which
both vary year on year. However, of the 8 roudiswhichdata is availableon 5 occasions a
greater proportion were awarded to men and indd21 77% were maland 23% female.

1 The proportion of applicants and awards are consistently higher for AWB candidates over the
past 8 rounds with no obvious trend.

1 There was a larger difference in success rates between AWB and BAME candidates in Rounds 16
and 17 this difierence is smaller in the following rounds, but the AWB success rate is
consistently larger than the BAME success rate.

Key points Springboard GrantgFigurel?2)

1 The gender split of applicants and awards is approximately equal over the four rounds of data
available For both genders the success rate is increasing over time which is indicativegsfa lar
number of grants being awarded.

1 There is a large difference in the proportionSpringboard applicants and awards in terms of
ethnicity. AWB candidates are consistently higher than BAME. In three out of the four past
rounds the success rate of AWB datates is also higher.

Key points GCRF Networking Gran{sigurel3 and Figurel4)

1 There are more male applicants than female applicants for GCRF grarttsisbis more
pronounced for international partners. In all cases, a higher proportion of males are awarded the
grants, except for the UK partners in the last two rounds.

1 The proportion of applicants and awards for UK partners is consistently high&WBr

applicants compared to BAMExcept in Round 5 where the applicants were equEt)s is

reversed for the international partners where the proportion is higher for BAME applicants.

There is no consistemqatternin success rates when comparing AWB BAME applicants

Note that whilst the above stands, bagse this grant is awarded to pairs (one UK and one

international applicant)it is possible that the combination of the paigs(i.e. the mix of gender

andethnicity across both applicants) may imp#te success rate. The das it standss not

=a =
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broken downsufficientlyto allow this analysis to take place but may be worth exploring further
if possible.

Key points Daniel Turnberg Travel FellowshigBigurel5)

T
1

Applicants for the Turnberg Fellowships are approximately equal between males and females
across the four roundavailable

There is no consistemiattern inthe percentage offurnberg Ellowships awardedr the success

rate between males and females. However, in the last two rounds available, the success rate for
males and females is more similar.

Of the three rounds for which there is ethnicity datiae percentage of applicants and aves

for AWB and BAME are far less disparate than any other of the grants examined here.

The success rate of the Turnberg Fellowships is consistently higher for AWB applicants compared
to BAME applicants.

Key points Grant PanelgTable3)

9 The gender split across historical panels varies between the gi@mtse panels have over the
last3-4 rounds had an equal or approximately equal gender splitefample, the Springboard
Grants, AMS Professorships and Turnberg Fellowshigisgre there is an unequal split, there
are more males than females on the panel (for example, Starter Qrants

1 There are more data missing for ethnicity, however, where datasadlable panels are
predominantly made up of AWB members.

Gender Ethnicity Total

PSD/ AWB | BAME | PNS | No
0, 0

F% | M% PNS% % % % Info %
UK GrantPanels
Starter Grants 28 |72 0 80 7 0 13 39
Springboard Grants | 53 | 47 0 69 2 2 28 58
S|l ]2 24 |59 |18 46 |8 4 |42 205
Champions
INSPIRE 34 |62 3 45 7 0 48 29
AMS Professorships | 50 | 50 0 100 | O 0 0 10

International GrantPanels

Newton NAF 31 |69 0 55 0 0 45 16
Newton NIF 58 |42 0 38 0 0 63 24
GCRF Networking 31 | 46 23 31 8 2 60 52
AMR UKIndia 28 | 56 16 52 12 0 36 25
Turnberg Fellowships| 50 | 50 0 79 0 0 21 26

Table3: Percentage breakdowref UK and International Grant panddg gender and ethnicitgooled over the last-3
rounds (depending on available data).
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Figurell: Plots over time of Starter Grants for Applicants, Awards and Success Rate. The left plots are broken down by gendghiplbthéy ethnicity. Data are available ®rounds
spanning from Decengy 2016 to June 2020.
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