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The ‘Why’ of EDI?

 Inequalities affect people’s career progression
 Inequalities limit research and innovation excellence and impact
* NIHR Research Inclusion/EDI Strategy

Research Inclusion Strategy: an update ( {
on our action and forward look

Published: 31 January 2024 Version: 1.0 5 min read

Diversity is being invited to the party;

. In 2022 we launched the NIHR's first Research Inclusion Strategy, followed by our action plan. This
Engaging the talents and energy of diverse —_— —_ - - ' '
2 update shows the progress we've made on those actions as well as a forward look at our journey to
people in all areas of our work
embed equality, diversity and inclusion in everything we do. '

Fostering an inclusive environment

Engaging the talents and energy of diverse people in all areas of our work

e : Verna Myers

Developing the evidence base for our diversity

and inclusion approaches

The future - 2024 and beyond

https://www.nihr.ac.uk/about-
T Em——— us/who-we-are/research-inclusion

members in 2022. Since then, we've been working on improving the quality and quantity of data we

collect. We've also developed resources to support inclusion on committees and panels. We've
launched the resources across our funding programmes. We'll continue to develop resources, test
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The NIHR Manchester BRC CRF EDI strategy

Aims to create fair processes and an inclusive environment to tackle inherited, acquired and
structural inequalities for the BRC CRF workforce.
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NIHR Manchester Biomedical Research Centre

NIHR Manchester Clinical Research Facility

Equality, Diversity & Inclusion Strategy
2022-2027

KPls:

Diverse team structures — at all levels of seniority

More equitable access to resources and opportunities
Fostering an inclusive research environment at all levels of
research and academia

Address disparities in funding and career advancement
Ensure transparent and inclusive communication

Provide support for all especially under-represented groups
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Aim to increase reflection, understanding of our current
picture and support collective action:

Transition Point

Maturity Model of 1 y

Inclusive Organisations 4 Integrated
and
‘ Lﬁz“gsgs :rnsd embedded
Programme engageg and approach
level
: accountable
Compliance Initiatives

Collective education, commitment, action, accountability and reward




Reflect on current practice and set EDI Objective(s) in Appraisals

> At least one EDI focused objective at each annual appraisal per year

BRC CRF EDI Toolkits

Promoting EDI
Education and

Training

Promoting EDI
In teams, events
and culture

Recruiting,
Reviewing and
Career
Progression

Authorship and
Contribution to
Publications
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Improve the data by counting yourself in

>Complete demographic SUFVGyS: * Female NIHR grant applications decline with higher career
> UOM MyVIGW stage -71% pre-PhD > 37% senior investigator
. * Ethnic minority NIHR applicants less likely to be successful
>»BRC CRF Surveys using NIHR than white applicants (also underrepresented on NIHR
diversity set (age, disability, CD‘?’“’;‘I";‘E;T;R 14 TP
. o « Disable applicants, award holders and professiona
etthItya _rellglc_)n, SEX and gender, committee members under-represented
sexual orientation, parental and
I ihiliti UK NATIONAL PROFESSORS BY
caring respon_S|b|I|t|es, SEX AND BLACK, ASIAN
socioeconomic status) AND MINORITY
ETHNIC/WHITE IDENTITY
@ \White male - 62.3% =
»Share qualitative experiences through @ \hte female - 27.3%
local representatives, EDI leads, focus @ Black, Asian and minority

ack, Asian and minonty
hnic female - 3.0%
¢ female - 3

groups and through conversations with
supervisors/line managers > reciprocal

mentoring \IVENCOHE “m= s msopmamp e groveneeitsnts
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Setting objectives to increased EDI Education and Training

 Essential Training (Diversity in the
Workplace, Unconscious bias, Disability
Equity, Sexual Harassment)

 Equality Impact Assessment training

« Research Integrity Training

« Code of practice and process to report
research concerns and misconduct

Use tools to reflect on your own experiences, consider
power and privilege, your networks and access to
support.

» How has this helped or hindered your education and
research career so far?

» Have you considered how T)(our position in relation to
power and privilege can influence your research
area and projects™

» Become an advocate or reciprocal mentor

Q i o
& ff 131
il | i3
12 785

7 s
X
% q;rn. w:‘;‘\ ‘x‘o@b
%gi:’vm?:m\““‘&

Adapted from James R Vanderwoerd ("Web of Oppression”), and Sylvia Duckworth ("Wheel of Power/Privilege")
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UoM Training

Increase your self awareness and inclusive leadership capacity

University of Manchester Leadership Framework, capability self assessment tool >

Radar Graph Displaying Total Ratings as Percentages

Act with integrity
100
Influences 50

and Influences and Advocates
advocates

Role Model for Inclusion

Demonstrates
emotional
intelligence

Delivers
Role model and
for incluszion develops
performance

Demonstrates Emotional Intelligence Leads Change

Innovates Leads

and takes

p change
risks

Communicates and Engages Thinks Strategically

Communicates
and
engages

Innovates and Takes Risks Delivers and Develops Performance
Overview and Report output Self-Assessment ‘_\ Summary and Resources ©)




NHS Training

MFT

Inclusive and Compassionate Leadership (All NMAHPs)
Inclusive Behaviours as a Manager Inclusive Behaviours as a Manager | People Place [peopleplace.mft.nhs.uk]

* The Diverse Recruitment Panels Scheme
 The E3 Ring-Fenced Secondment Scheme
* The Reciprocal Mentoring Scheme

NCA

'Accelerated leader Develpoment' 2 day course (Northern Care Alliance | Princess Royal Training Award
[princessroyaltrainingawards.com]

For All

NIHR learn

Research Inclusion Modules https://learn.nihr.ac.uk/

Leadership eLearning modules and Leadership Development Resources Leadership Lab Modules | NIHR Learn
[learn.nihr.ac.uk] Leadership e-learning module descriptions | NIHR [nihr.ac.uk]

Unconscious bias | NIHR Learn [learn.nihr.ac.uk]

NHS leadership academy
Programmes — Leadership Academy [leadershipacademy.nhs.uk]
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Setting objectives that promote EDI in teams, events and culture

» Consider the demographic and culture within your team and wider collaborators
» Take part and/or organise diversity celebration events individually or as a team?

« Make EDI/research inclusion an agenda item for team meetings and share learning from EDI education
and events with your team

« Use inclusive meeting and events guides, respect people's pronouns and use the inclusive language
guide

* Promote and engage with the diversity calendar and join network groups to share experiences, support
each other and advocate for positive change

» Reflect on team working conditions and expectations (hours, tasks etc). Do they allow all members to
combine work and life and fully participate?

» Reflect on equity of opportunity and hierarchical patterns in your team
 Prioritise 10 days professional development and use and promote targeted support
 Prioritise mentorship for yourself and others

 Create a team EDIl/research culture charter
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Setting objectives for inclusive authorship/contributorship

» Reflect on whether authorship and contributorship lists reflects
all individuals who contributed? (think about gender, ethnicity,

career stage...)?
=—Ste phtnPnll

* Do you routinely use contributorship statements (CRediT)? ThO?T’]}gtS@(\ 1n|e"|m$
« Have you considered including a data sharing statement? James O 2siis: d gf
TR
* When embarking on a project consider whether it may be :@ MaéMeW QT
appropriate to include patient contributors or community i o,’ﬁ Péter® .-mG
collaborators who meet established authorship criteria as co- ®/A,\},1§j{,gw.

authors at a later stage

. Promote publications and outputs towards broad networks, ~"ames of authors of published articles in top-5
institutions, journals and conferences that address health journals between 2005 and 2020.
inequalities and inclusion issues?

« Check BRC and CRF linked affiliations are included where
applicable
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Setting objectives for inclusive recruitment and peer review

» Explore inclusive recruitment strategies, use inclusive language and EDI
statements on adverts

+ Offer flexible and hybrid working and limit short term fixed-term contracts
as far as possible.

« Ensure that interview panels are representative, by avoiding single
gender/single ethnicity panels and seeking diverse panel members where
possible, for diversity of opinion and better representation.

» Be aware of potential barriers, e.g. hybrid or in-person, accessibility, time
of day for interviews etc

« Be mindful of own biases, review against stated criteria, refrain from
commenting outside of official feedback to ensure a fair and equitable
outcome for all applicants.

« Undertake an Equality Impact Assessment ahead of any new projects or
policies to understand how the project is inclusive, and where it may
positively or negatively impact on staff, students or stakeholders from
protected groups. An EIA toolkit, templates and EIA training is available.
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https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/inclusive-employers#gref
https://www.staffnet.manchester.ac.uk/equality-diversity-inclusion/equality-groups/equality-impact-assessments/
https://documents.manchester.ac.uk/protected/display.aspx?DocID=70275
https://app.manchester.ac.uk/public/Login.aspx?PageRequest=/training/profile.aspx&Query=unitid%3d9651%26parentId%3d4%26returnId%3d4%26returntxt%3dReturn%2bTo%2bSearch%26returnQs%3d%253fterm%253dTSLD176%2526org%253d0&action=timeout

Use Equality Impact Assessments (ElAs)

For all projects including your research projects

* What are the key aims and benefits of the research, study, review or
proposal?

* |dentify any previous equalities related research or consultation . r, "ﬂ ,, *’é

civil partnership

relevant to your research, study, review or proposal
* Describe how the research, study, review or proposal will (or may) ‘ Q, ¢ @
affect or impact upon equality A HO

* Identify who — from the Protected Characteristic groupings or other
relevant underserved or disadvantaged communities — will (or may)
be affected, how and any necessary action(s)

* How will you monitor and evaluate the equality impact of your study?

PROPORTIONATE Equality Impact Assessments Equality Impact Assessments |
Equality, Diversity and Inclusion | StaffNet | The University of
Manchester

REASONABLE

Reach out for support through the EDI team(s)

Religion or beief
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Cumulative small actions by all will make the biggest difference

Reflect on the impact of my
decisions on others and
challenge decisions that may
disadvantage people

Help someone new to the
settle into the organisation
and share your networks
with them

Have coffee with people
who have different views
from you and share
perspectives

Listen to others to
fully understand
their perspective



MANCHESTER

The Liniversity of Mandhester

50 WAYS TO INCLUSION




Share your inclusive practices (large or small) and EDI objectives
you may set for the future

What do you currently
do to create a more
inclusive culture and/or
environment?

What could you do to
create a more inclusive
culture and/or
environment?

Why might you prioritise
inclusive actions?




Please reach out if you would like to more information or if we can support you.

Contact Details

EDI Lead Fozia.ahmed@mft.nhs.uk
Leading on strategic areas relating to EDI process.

EDI Co-Lead Rachel.cowen@manchester.ac.uk
Leading on strategic areas relating to EDI Education and Training.

EDI Co-Lead Smeeta.sinha@nca.nhs.uk
Leading on strategic areas relating to EDI people..

EDI - CRF operational manager angela.kelsall@mft.nhs.uk

EDI Lead for R&I, MFT

EDI Co-ordinator samman.mahmood@mft.nhs.uk
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