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“Medical schools should consider collecting identity data from selectors so they can ensure a diverse set of people are making decisions about admissions” — Medical Schools Council?
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Aim: Recognising a need to review EDI within medical education, Methods /RESUHZS 1c Ethn|C|ty o /Results 3- Flndlngs \
the University of Aberdeen (UoA) Medical Admission’s team has * 8% Asian, Asian British-Indianor ~ * . . .
. . 1. Survey : o - - : .  The majority of our interviewers were
undertaken the following Ql project- . : Indian British, Pakistani or 50% iy o g
o . Interviewers in the 2023/24 SR T female, White British and middle-aged
1. Evaluate the EDI make-up of its interviewers admissions cycle voluntarily Pakistani British 10% ‘ . . . °
2. ldentify gold standards through a scoping exercise * 68% White — English, Scottish, * When compared with guidance identified
e . completed an anonymous survey on 30% in th : : Its:
3. Benchmark our findings and make recommendations : . Welsh, Northern INn The SCoPINg EXErciSE our results:
their protected characteristics . . o .
\_ 2. Scoping Exercise Irish or British 20% o Exceed minimum standards for
' * 6% from any other white 0% percentage of women on panels

\ A scoping exercise was undertaken

: : : : - . background o Do not meet targets for under
/BaCkground: Potential ben ef Its Of Improving ]Efolrie:;z fjlii\t{?ggards/gwdance * Each remaining ethnic group had " Asian, or Asian  White — English, ~ Any other white  Other Ethnic represented mingority groups
EDI among medical school selectors 3. Benchmarking ;3/ of the totI:I in(;cer]:/ie\;ve::sh. Blpdkh';th NShB“Y:L“ packeround - Groups + When compared with the local
* Reduces unconscious bias in selection processes3 Our results were compared with \_ breeisl;edcsf/j: g} recgulfs.or HERET Pakistani British Y population, there are |mb.ala.nces n-
* Enables academic advancement and attainment?* those identified in the scoping / \ ?’Ender but grliirer d'Ve.]:_S'tV '.r(‘j ethnicity
e Enhances range of skills, experiences and talent exercise and population data from . . . . ere Is very little specitic guidance
*  Improves proguctivity a’nd Sngagement \the Scottish Census. / Results 2a- Is there a standard for medical interview regarding EDI interview composition
* |ncreases EDI among medical students - improves EDI in / \ panEIS? \ /
medical workforce: N Results 1b- Gender * University College London: 25% female® K . \
*  Reduces health inequalities 68%, 31% and 1% of interviewers * University of Toronto — Department of Medicine: Recommendations
* Enables “culturally competent” care . . L s
«  Improves teamwork, communication and risk '(iir;trlfiipa:cih\;\g;nan, man and \ 40% should be female & 1/3rd under represented minorities’ / ° ch(:IIic\j/\c/ji:\egS-S the findings, we suggest the
assessment ’ ' '
K » Improves patient outcomes and satisfaction® / 70% /RESUHS 2b - Aberdeen Census Data A 1. Conven.e d pa.nel of experts to |
60% Results of the MMI Interviewers survey compared with results from the 2011 Scottish determine .gU|danc? for UoA Medlcal
’~ | ™ census for Aberdeen City.2 School, which may include active
Results 1a- Age 20% recruitment of interviewers with
, 40% specific EDI characteristics
There was a wide - 16- 25- 45- >60 Men Women White White Asian Othgr 2. Share findings and recommendations
range of ages of S G B it | Oy B with other Scottish Medical schools
interviewers with o Groups 3. Re-evaluate the data in the 2024-25
a peak between . 10% MMI | 7% 46% 39% 8% 31% 68% 68% 6% 8% 18% admissions cycle
50-54 years and 63% 0% EEAIERTEE 4. Longitudinally explore whether steps
of interviewers over = E P P I Aberdeen  16% 30% 19% 20% 49% 51% 83% 9% 4% 4% to improve EDI among interviewers
the age of 40. TS < é@«“é G enhances EDI amongst medical
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