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COUN12 
For discussion 

Equality and Diversity 
 
Purpose 
A report on the activities of the College is brought annually to Council to ensure that the 
principles of equality and diversity are embedded within its activities and operations.  
 
This is a governance measure for Council as trustees of the College to ensure that the RCR 
is following the principles of equality and diversity as a registered charity. While the report is 
largely for information, it enables trustees to monitor what is being done and offer any 
comments or suggestions for the future.  
 
The Charity Governance Code recommends that trustees: 

 regularly take part in training about diversity;  

 understand their responsibilities in approaching diversity to support the charity’s 
effectiveness, leadership and decision-making;  

 consider regularly carrying out an audit of skills, experience and diversity of the 
background of its members to identify any gaps to inform trustee recruitment and 
training; 

 monitor what has been done to address the diversity of the trustee board and the 
charity’s leadership and its performance against its diversity objectives, with an 
explanation where they have not been met.   

 
Action 
Council members are asked to review and provide comment on the work done over the past 
year and planned for the coming College year. 
 
Annual update on key areas of College activity 
 
Training and examinations 
We have routinely recorded data about candidates’ gender and ethnicity (when provided) for 
a number of years for each examination, and examination component. A breakdown of pass 
rates by these characteristics over five years is reviewed by the Fellowship Examination 
Board annually. Where we have been able to identify ethnicity, on average white candidates 
generally perform better than the BAME candidates in both UK and non-UK training 
programmes in both faculties – though this varies by sitting (and has sometimes been 
reversed). This is consistent with the literature and reports from all colleges, and applies to 
all formats of examination. However our ethnicity data is incomplete for a majority of 
candidate records due to a mixture of non-completion of voluntary forms and data capture 
problems. These issues have now been resolved so should be more complete going forward 
with future years data and we may be able to fill in some of the gaps from previous records. 
Additionally the data we do have may be more linked to repeat attempters (as more 
opportunity to fill in the form) and therefore may skew the pass rate stats for this section. 
 
In 2015 we produced reports for the Fellowship Examination Boards on examiner diversity 
and how this compares with the membership population from which examiners can be 
drawn. The intention was, and is, to repeat this annually but this has not yet been 
implemented.  
 
Applications to become examiners have been anonymised prior to selection since 2018 to 
reduce the risk of conscious or unconscious bias. Examiners receive training upon 
appointment which includes the requirements of equality legislation in relation to the 
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assessment process and identifying and minimising the risk of bias in examinations. The 
RCR’s published adjustments policy provides a formal means for candidates to submit a 
request for an adjustment to be applied in examinations (such as extra time) to compensate 
for disability. 
 
Along with all other colleges, we share examinations data with the GMC each year which 
feeds into the UK Medical Education Database. This data is available, under appropriate 
controls, for research and also forms the basis for the GMC’s publically available statistics 
on exam performance by training programme and demographics. The GMC online reporting 
tool can be accessed here. – see the “progression reports” tab. 
 
As part of the rewrite of all our specialty curricula over the last two years we have carried out 
equality impact assessments to ensure that the changes being made will not disadvantage 
trainees with any of the protected characteristics. 
 
Human Resources 
All applicants for employment with the RCR are asked to complete a Diversity Monitoring 
Form as part of their application, although there is no compulsion for them to do so and there 
are widely differing submission rates for each recruitment campaign, with 20% to 60% of 
applicants not returning a form. Information from the form is not provided to the selection 
panel. Work is in progress in collating recruitment monitoring information and analysing the 
results. The intention is to establish within the next couple of months the extent to which we 
are attracting a range of applicants which mirrors the diversity of the communities from which 
we seek to recruit employees. And also to establish whether applicants from different groups 
are being selected for interview and appointment in proportion to their application rate. 
 
Work is in progress to diversify our recruitment advertising sources. 
 
Recruitment literature and candidate packs are aimed at attracting a diverse range of quality 
applicants. The pack includes an equality and diversity statement and a link to the equality 
and diversity policy on the RCR website.  
 
When invited to interview, candidates are asked whether any adjustment to the interview 
process might be needed to enable the applicant to participate fully in the process.  
 
Current employees are asked to declare their nationality and ethnic origin. We cannot 
require employees to give us this data. 
 
We require all employees to attend Equality and Diversity workshops at three-yearly 
intervals. Extra workshops are arranged when we have a number of new entrants. The 
workshops provide guidance on a wide range of equality and diversity issues so as to raise 
awareness and ensure that all employees and others with whom they come into contact at 
work are treated fairly and with respect. We provide new entrants with an equality and 
diversity briefing as part of their induction. 
 
We are planning bystander training for all staff and for those who work for the RCR in other 
ways other than as employees. This training provides insight into levels and types of 
intervention a bystander may adopt should they witness inappropriate behaviour. 
    
Following the success of the previous three years we hosted a Change 100[1] intern working 
at the RCR for three months over the summer. The Change100 programme gives graduates 
with disabilities a clear path into the world of work and provides us with opportunities to 

                                                           
[1]

 Change 100 is a talent programme run by Leonard Cheshire Disability, to provide three month internships to graduates or 

undergraduates with a disability to assist them into longer term employment 

https://www.gmc-uk.org/about/what-we-do-and-why/data-and-research/national-training-surveys-reports
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improve our disability awareness and understanding. If it had not been for the pandemic and 
the closure of our office building we would have hosted another intern in 2020. We intend to 
continue the RCR’s involvement in this programme when possible.  
 
Board and committee membership  

Equality and diversity monitoring is conducted for RCR board and committee roles; data is 
collected for age, ethnicity, gender and disability. A monitoring form is sent to everyone 
nominated for or applying for a Council, Honorary Officer, board or committee role. 
 
A snapshot report at Annex A compares the age, ethnicity, gender and disability profiles of 
all RCR members* with the profiles of RCR board and committee members (elected and 
appointed) as of 1 June 2020.  
 
*For the purposes of comparison, the same eligibility criteria were applied to the definition of “All UK Members” as 
those that apply to appointed RCR board and committee membership, i.e. all members of the RCR (identified 
through the Integra membership database) who are (a) UK-based and (b) in good standing. 

 
The data shows that members in the age groups 40-49 and 50-59 continue to be over-
represented on RCR boards and committees.  This is attributable in part to the eligibility 
criteria specifying that applicants elected for boards and committees are FRCR-qualified, 
thus excluding younger members from applying. 
 
For the Faculty of Clinical Oncology, more men than women serve on RCR boards and 
committees relative to the CO UK membership overall profile.  
 
For the Faculty of Clinical Radiology there has been a five percentage point increase in the 
proportion of RCR members serving on boards and committees of “Asian and Asian British” 
ethnicity in the past year. For Clinical Oncology, a three percentage point increase has been 
observed.  
  
The comparison is reported at Faculty level.  The comparison is not reported at individual 
board or committee level due to the risk of identifying individual members.   
 
The collection of data through the equality and diversity monitoring forms will continue to 
increase the completeness of data held by the RCR over time.  In turn, this will inform the 
RCR’s approach to attracting members to serve on our boards and committees.  The next 
report will be produced for Council in 2021. 
 
College systems: CRM project  
Council is aware of the ongoing project to implement a new database system for the College 
which will simplify the collection and analysis of data on equality and diversity.   
Requirements for data collection and processing as regards equality and diversity are clear 
in the system specification and a framework and principles for collecting equality and 
diversity data has been prepared for the organisation in readiness for the system to be 
implemented in Summer 2020.  
 
Future activity 
Data monitoring as regards boards and committees and employees will become more 
valuable over time when a series of data has been analysed to see what trends emerge and 
what action the College might need to take.  
 
There are around 200 doctors who undertake work for the RCR in some capacity, and of 
course the RCR supports the many thousands of doctors in our two specialities.  As such the 
Senior Leadership Team is particularly concerned about how the equality and diversity 
agenda is taken forward in both these areas.  As this is an issue that is also important to 
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many staff members, the Chief Executive will be hosting a meeting to engage with those 
staff members who wish to share experiences and input into this work.  
 
Katie Hodges 
June 2020 
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Annex A 
 

Board and committee membership 
 
The following snapshot report compares the profile of all UK members* with board and 

committee (B&C) members (elected and appointed) as of June 2020.  [*For the purposes of 

comparison, the same eligibility criteria were applied to the definition of “all UK members” as those that apply to 

RCR board and committee membership, i.e. all members of the RCR (identified through the Integra membership 

database) who are (a) UK-based and (b) in good standing.] 

Table 1 Equality & Diversity profile of all UK members with board and committee 

(B&C) members (elected and appointed) as of June 2020.   

  Clinical Oncology Clinical Radiology 

  B&C Members 
All UK 
Members 

B&C Members 
All UK 
Members 

  
% of  
total  

(p.p. 
change 
since 
2019)     

% of  
Total 

% of 
total  

(p.p. 
change 
since 
2019) 

% of  
total 

Gender 
   

  

Female 45%  (↔) 55% 38% (↔) 38% 

Male 55%  (↔) 45% 62%  (↔) 61% 

Total 100%   100% 100%   100% 

  
   

  

Age Group 
   

  

< 30 1%   (↔) 2% 3%  (↔) 7% 

30-39 23%   (↑2) 36% 22%  (↑2) 34% 

40-49 38%  (↓5) 34% 40%  (↓1) 31% 

50-59 31%   (↑2) 20% 32%  (↔) 19% 

≥ 60 7%   (↑2) 8% 4%  (↓1) 10% 

Total 100%   100% 100%   100% 

  
   

  

Ethnicity 
   

  

Asian, Asian British 19%  (↑3) 21% 26%  (↑5) 26% 

Black, African, Caribbean, Black British 0%  (↓1) 1% 1%  (↔) 2% 

Mixed, multiple ethnic groups 2% (↔) 1% 1%  (↔) 1% 

Other ethnic groups 1% (↔) 2% 3%  (↔) 4% 

White 53%  (↓2) 45% 49%  (↓7) 40% 

Not known/pref not to say 25% (↔) 30% 19%  (↑2) 27% 

Total 100%   100% 100%   100% 

  
   

  

Disability 
   

  

Disability 1%  (↔) 1% 0%  (↔) 0% 

No disability/not known/pref not to say 99%  (↔) 99% 100%  (↔) 100% 

Total 100%   100% 100%   100% 

 

Notes. 

Items highlighted in yellow denote differences of ≥ 10 percentage points within the Faculty. 

Figures in brackets show percentage point (p.p.) change relative to previous year – boards and 

committee data only.  (↔) = no change. 

The comparison is reported at Faculty level.  The comparison is not reported at individual board or 

committee level to due to the risk of identifying individual members.  

Percentage totals may not equal 100 due to rounding. 


