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Program

Program

The FD Training sponsored by Nitobe College, Hokkaido University
2016 International FD Workshop

Diversity Management of a UK University
—Staff training in the Age of Globalization—

Date : 15th December Thursday
Place :  Lecture Room S7
Program 17:15~20:05 (Approx. 3 hours)

17:00 Opening of Reception

17:15 Opening Remarks: Junji Yamaguchi (5 min.)
Vice-president of Nitobe College, Vice-president of Hokkaido University,
Professor of Faculty of Science

17:20 Lecture: Ammara Khan (15 min.)

“The importance of exploring unconscious bias in higher education”

17:35 Question & Answer (5 min.)
17:40 Diversity Management Workshop: Ammara Khan (130 min.)
gOﬁie “Exploring unconscious bias - looking under the surface”
rea
(5 min.) Contents:  Activities, discussions etc.
19:55 Closing Remarks: Noboru Kitamura (5 min.)

Director of the Research Division for Higher Education, Institute for the Advancement of
Higher Education, Professor of Faculty of Science

20:00 Questionnaire (5 min.)

20:05 Close

% The time table may change according to the situation.
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Profiles

Lecturer Ammara Khan
Ammara Khan is an experienced diversity and inclusion
practitioner with over 15 years of experience in the field. She is
currently with Birkbeck, University of London where she works as a
HR Strategy and Policy Partner. Here she works on Gender
Equality, Equality Data Reporting and Performance and Reward.
Her main projects at Birkbeck involve developing, designing and
delivering unconscious bias training along with furthering work on
Athena SWAN which is a gender equality charter focusing on
equality for women in Science, Technology, Engineering and Math’s.
Prior to this she worked in UCL Institute of Education in the
human resources department working for 3 years on diversity and
inclusion strategies. Here she designed and delivered many
different diversity training courses for different groups of staff and
students. She has designed a Dignity and Respect in the
workplace-training course that focuses on the identifying
inappropriate behaviours that lead to bullying and harassment
along with strategies of how to deal with it in the workplace. This
course has been delivered in over 8 different organisations in the
UK.
Ammara has also worked and consulted in many public and private
sector organisations resulting in these significant achievements: -
-Project managed a BME staff development inclusion program that
won an Employers Network for Equality and Inclusion Award
Designed a national training product on managing difference for
Royal Mail Managers as a learning intervention
- Appointed as one of the 64 Training Consultants for the
Metropolitan Police Service for 4 years
- Acted as a member of the Independent Advisory Group on
Diversity for the National Crime Squad for 3 years
- Achieved 100% rating for effectiveness of Managing Diversity
training delivered to Babcock International group.

Translator Tony Evans

Part Time Lecturer at Hokusei Gakuen University 1992-1997;
Founding Teacher, Principal Suzuran BBC English School 1992-
Present (Interpreting Skills Classes 2011- Present); Founding
Pastor, Suzuran Bible Baptist Church, 1993- Present. Tony has 25
years’ experience living and working bilingually between Japan &
Australia, often being called upon to interpret at various functions
both within and without his field of professional training as well as
translating or proof-reading many varied documents and texts.
Interpreting highlights include:

-Hiroshima Boys’ & Girls’ Choir Sydney Opera House (Australia)
Tour, 1997

-Japan Baptist Bible Fellowship 50th Anniversary Ceremony, NHK
Cultural Hall, Tokyo, 1999

-Medical Equipment training session “Kinematical Applications of
Electromyograms” (SAKAI Medical Co., Ltd.), 1999

-Japan Baptist Bible Fellowship National Youth Camp, Hokkaido,
Fukagawa, 2016
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The importance of exploring unconscious bias in higher education

ao"ﬂ 3 r\.)arn o Birkbeck

The importance of exploring unconscious
bias in higher education

Interest in unconscious bias has increased over the past
few years, with a significant body of supporting evidence
that has allowed the concept to become widely recognised
both inside and outside the field of psychology.
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« HEIs, making biased decisions affects the
recruitment and selection of staff and students,
and the ability of those staff and students to
achieve their full potential.

« Acknowledging and taking responsibility for
unconscious bias is not just a moral imperative,
it is also financially important for the universities
reputation.

' N > s J -
- ~ A - - ,’ g ‘ g ; < UNIVERSITY OF LONDON

- BELERBEICESTEANATRICEIKERREL. BE
DEERACFEDSEZRICELEZEA  BEVLF
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Key Elements

Staff recruitment and selection
Adverts, Job descriptions, Assessments and Appointments

Student recruitment and selection
Publicity, Applications, Process

Staff appraisals
Fairness, Career development, Training & Opportunities

Student attainment
Support, Curriculum, Withdrawals, Attainment gaps

1 o -~ 'QJ -
Qudal s\ EEEE
I S\ “ «V LS ‘ . P UNIVERSITY OF LONDON
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Staff Recruitment and Selection

Recruitment and Selection of all Staff in the University is
coordinated by the Human Resources department.

HR is responsible for:

* Supporting Academic and Professional departments in drafting
Job Descriptions and Adverts

» Support and coordination of shortlisting

» Developing the Interview and Assessment process
* Preparing employment contracts

* Inducting new staff

' = = 'QJ n
@aii-tg ¢ ‘E,A P ot

BREALRE

ETORFBEORALEE L. AFR(E2—v0-))-R) [2E2THTH
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Birkbeck Context

* Unconscious bias training sessions were delivered by an external
consultancy at Birkbeck and ran every term from 2015.
Unconscious bias is also embedded into our recruitment and
selection training but not in great detail. As part of our work for the
Athena SWAN Charter, we have committed within our 2016 -19
Action Plan to deliver unconscious bias sessions. In additional
general provision, priority for training will be given to senior
leaders who sit on reward panels and the senior management
team. Pilot sessions are being delivered internally by HR on a
monthly basis and we are ensuring that unconscious bias is
included in our on-line Equality and Diversity Essential training
module. This online module will be launched by December 2016.

e’ « > " & = -
-@ﬂﬂ:&f: 10 s} EEEE
- \.. - « Ve ‘ . INIVERSITY OF LONDO!

N—=RYIBDIFE

IN—RYIIRTIE, BEH/N\ATAPHEIL 2015F M SFEAT LIZHMER
MR K> TIRESIN TE -, BEEB /A TRAWEIL. EEFAICH
T HPHEIZHHAFAFEN TS, BEIZTITHNTLSOIT TG, £
CTCH=BIE, BEENATAREBLFRET S-HIZ, 7TFSWANEE
ND—IREL T, 2016 FEMNH2019FEDITENETEICLI=A>TEHL TET=,
RAEIDHERIELLT. AMEIL. RE. REZSOEERZEALXRE
SNTWS, REMICAZSHHR) A TEAREIN., FEHELELSHMED
FUoSAEBHED—XIZIE, BEBN\ATARENDLT EEN TS,
CDFAUTAaA—RIE, 2016 F 128 ICHHIBEINEFTETH S,
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Terminology

* BME - Black, Minority Ethnic People
* SHHP — Social Science, Humanities, History and Philosophy
* BEI - Business, Economics and Informatics.

* Protected Characteristics —Age, disability, gender reassignment,
marriage and civil partnership, pregnancy and maternity, race,
religion or belief, sex and sexual orientation. (Equality Act 2010)

* ECU - Equality Challenge Unit
“ECU provides a central source of expertise, research, advice
and leadership.
We support universities and colleges to build an inclusive culture
that values the benefits of diversity, to remove barriers to
progression and success for all staff and students, and to
challenge and change unfair practices that disadvantage
individuals or groups.” (Who we are, http://www.ecu.ac.uk/about-us/who-we-are/)

R

BME -ZA.d#EH&(Black, Minority Ethnic People)
SHHP —tt&®l%, AX. B8, = (Social Science, Humanities, History and

Philosophy)
BEI -B%. #%. H#HkFZ(Business, Economics and Informatics)

RETAREEME - F5. AL HRES. 1B/ S—rF—vT | IR HEE.
AFE. R MR- MiEmEEER LT HER (FFi£2010,
AFR)
ECU —F&## 5 (Equality Challenge Unit)
[TEHERE. EMLET. AEAE. IS -5EICEATLIEELERE
RELET A=BIE. ZHREOHREZEE T HRENLGXLEREETD
I, TRTOREBELEEN. TORRERNICEZEEZRITTE
DERYBRT=HIZ. ZTLTEACHEBICFAFIRZL 0T AL FLREEIC
PERL . ZE I 5-DIC. REXRFELEHRZEZIELET .
(Who we are, http://www.ecu.ac.uk/about—us/who—we—are/ &Y 5| )
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What’s Athena Swan(AS)?

The AS charter was developed and launched by the Equality Challenge Unit (ECU). The ECU
support universities and colleges to build an inclusive culture that values the benefits of diversity,
removing barriers to progression and success for all staff and students.

ECU’s Athena SWAN Charter was established in 2005 to encourage and recognise commitment to
advancing the careers of women in science, technology, engineering, maths and medicine (STEMM)
employment in higher education and research.

In May 2015 the charter was expanded to recognise work undertaken in arts, humanities, social
sciences, business and law (AHSSBL), and in professional and support roles, and for trans staff and
students. The charter now recognises work undertaken to address gender equality more broadly, and not
just barriers to progression that affect women.

The Athena SWAN Charter is based on ten key principles. By being part of Athena SWAN,
institutions are committing to a progressive charter; adopting these principles within their policies,
practices, action plans and culture.

Athena SWAN Charter 10 key principles

1. We acknowledge that academia cannot reach its full potential unless it can benefit from the talents of
all.

2. We commit to advancing gender equality in academia, in particular, addressing the loss of women
across the career pipeline and the absence of women from senior academic, professional and
support roles.

3. We commit to addressing unequal gender representation across academic disciplines and professional
and support functions. In this we recognise disciplinary differences including:

-the relative underrepresentation of women in senior roles in arts, humanities, social sciences,
business and law (AHSSBL)

-the particularly high loss rate of women in science, technology, engineering, mathematics and
medicine (STEMM)

4. We commit to tackling the gender pay gap.

5. We commit to removing the obstacles faced by women, in particular, at major points of career
development and progression including the transition from PhD into a sustainable academic career.

6. We commit to addressing the negative consequences of using short-term contracts for the retention
and progression of staff in academia, particularly women.

7. We commit to tackling the discriminatory treatment often experienced by trans people.

8. We acknowledge that advancing gender equality demands commitment and action from all levels of
the organisation and in particular active leadership from those in senior roles.

9. We commit to making and mainstreaming sustainable structural and cultural changes to advance
gender equality, recognising that initiatives and actions that support individuals alone will not
sufficiently advance equality.

10. All individuals have identities shaped by several different factors. We commit to considering the
intersection of gender and other factors wherever possible.

Three Levels of award

Bronze, Silver, Gold

Note: For more information, please see also Equality Challenge Unit, Athena SWAN Charter,
http://www.ecu.ac.uk/equality-charters/athena-swan/about-athena-swan/
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Exploring unconscious bias - looking under the surface
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The aim of this session is to examine the concept of unconscious bias
and explore what it means to us personally and professionally.

Objectives — by the end of this session the participant will

have:-
* Explored and examined the concept of unconscious bias

* Discussed how it could impact on College life

©a

% Athena o [e— S
WA OGN een we EB

Bronze Award G| Ysan

Qb Jon OO

y a5 A
DY aAVTlE BEEBONATADBEZEZRIFTL. TAMNBEALLT,. FLT
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‘Birkbeck is proud of its diversity and recognises the
value that this brings to College life. The College
embraces and celebrates the differences between
people, recognising the strengths and benefits of a
diverse, inclusive society, workforce and student

body. In the spirit of its founder George Birkbeck, the
College believes that education should be available to
all sections of society, providing an inclusive working
and learning environment for students and staff so that
all may develop to their full potential’ E & D webpages

@wﬂ*‘jﬂ. ‘arﬁ & Birkbeck

[IN—RYI1R & ARD S HRMEICEYERFLE. SHREN
t%ﬂi/ﬁ‘ :E)T:b-g_ﬁﬂﬁﬁémungkbrb\i-d_o K*ﬁli—AU‘
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(152 8kMEEBIEMI OL\T%®§§3%t5F|J'5’é¥Eﬁ¢L a
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DN RYIDEHEHREAL. HoPIEEBDANLINEE
F2ITAHENTE AR ANBENIZE>TWWSETDH
BENERARBICHKIETEL LS. ZELBEICEIEHEICE
AR IR CHIGIREZ IR T RETHIEELFT .

E & D webpages
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Activity 1

Introductions

e Name & Role

 How did the tests HOW DO BOU

make you feel?
« Did you start to @ @
guestion

yourself?
= PR
* What would you WORLD

like to get out of
this session ?

Q"ﬂ"m‘ srﬁ @ Sirkbeck
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Birkbeck |

/ Unconscious bias is a term used to \

describe the assumptions and associations
that we hold which, despite being outside

our conscious awareness, can have a
significant influence on our attitudes and
behaviour.

Regardless of how fair minded we believe
ourselves to be, most people have some

\; unconscious bias. /

ﬂ%ﬁéﬁfd)/\”{'}"?&]&(m Abfﬁﬁﬁ'ﬁ)\ﬁ‘a

EEDITDCEERTAETY . CbIEFh

=E AR AR BB D SMAIICHSHISHEED

59 N\OBECTBICASUEEEEZE

Yo BRRFRATELZANELER>TNHATE,

ZLDGE . HEIBREDN(TRAEEZHD
35122 TLVET .

=
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Definitions

= Prejudice - A set of assumptions or ideas based on little
experience or no fact at all

» Direct Discrimination - The practice of unfairly treating a
person or group of people differently from other people or
groups of people possibly because of a protected
characteristic

» Indirect Discrimination — A rule or clause placed as a
general rule but has an adverse impact on a particular group
of people

» Confirmation Bias —the favouring of information that
confirms previously existing beliefs or biases thereby
upholding our ideas and ignoring the information that
challenges our existing beliefs

Q»ﬂn@.h v\

.‘;;r. Bir Lbcc}

VERSIT F 1

- ﬁﬁ. - BEBEOVGESHCBDEABLEZ, 2RI LEVEAL
PEZ

= EfMERN - RETASFHEEEABIC,. HEBEACKHZ. o
BN CREALFRESRIIC, FAFITRYEZSE,

» FENEI - HAIKREIFAGREERIT T, —REGTH AR
o

» HERE/ TR -BIFDEZCEABZEBALLISILT HRBEHE
MICZITIESH, ENICKYB ST DEAZREL. RFOEZICRL
-tEBERRITH L.
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Activity 2

A father and son set out on their monthly fishing trip. On

route, they become involved in a serious car accident
and sadly the boy’s father dies at the scene. The son is

rushed to the local A & E with a head injury. He is
taken immediately into theatre and the head injuries
consultant is called in.

Upon looking at the boy the consultant exclaims ‘I can’t
operate on this boy — he is my son........... ’

.ﬁ:." pirkbecl\:

NIVERSITY OF LONDON

it 2N

FOT4ET1 2

HAHARXREFHLEABEHDHYRITICHN TS, BFITZD
BEh, EZLTRESEHEBL., FREEICERIEZFDIHTH
9D, BFIFEEZABL. HAEOHMARRICRIEMES
hﬁ;—,%?li\ EbLICFHEIEEN., NEENEEHE
(Eht=,

BOFERLIOVEO, ZOEMITMATLE, TFAZZDE
DFDFEMITELGW, COFIFFADEF=---]
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Activity 3

| feel so sorry for the women in that
culture, they are forced by men to dress
in that particular way

; _ —
'. % - SR w Birkbeck

FIO9T4ET43

HDXEDKIEFETEHRIRE ST,

HDIIGRFEAELDICEHEIZTRINGNT
W5 AT,
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Activity 4

Using your smartphone/device please
Google the following (images):-

o Professor

o Engineer

o Doctor

o Teacher

o Physics Teacher

v 2% 9 SR o Birkbeck
Qudr N EEE

TOT1ET1 4

CCTIRRYT—FIAVEFENET,

LT (DE{R)ZGogleTREBELTHTLE
=LY,

o Professor (##%)

o Engineer(T>=7)

o Doctor (EF)

o Teacher (k)

o Physics Teacher (432 0D £:Em)

Gl N  CEE
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Activity 5

Equality is about treating everyone the

Agree or Disagree?

F: & AL GA & Birkbeck

FI9TAET45

FHFLE, TRTOAZRILKSIZHKS
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Activity 6

When in Rome you should do as the
Romans do....

Agree or Disagree?

N 7 C ; <) - e —
. 4 b [ g Birkbeck
Qudras N EEE

FI9TAETA6

IBIZAD>TITIBIZHER
BR? R*t?
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Activity 6a

Positive action should not be allowed as it
favours certain groups of people

Agree or Disagree?

Ty s
Qi Lo

79T4ET4 6a

ROT4T-ToaviF . FEDARDEH
ZEBET DD T, FFSNDHNETIHELY,

BR? R*t?
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Activity 7

What values would you:

A) Argue for?
B) Fight for?
C) Die for?

i & At a'n % Birkbeck

FIOTAETA47

BET=(E, EDKIGFMIEZKDET H:

A) REET DHELI=D?
B) Eio&tL7=5?
C)maxElThHELI=D?
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Massey Socialisation Theory

1.  The Imprint Period -Age Oto 7

2.  The Modelling Period -Age 8to 13

3.  The Socialisation Period - Age 14 to 21
Ty —DHRCE R

1.  RbAAEARF - 0 ~ 7&K

2. H=mFEHME - 8 ~ 13K

3. #H=EHHME -14~21%
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The Royal Society, Unconscious Bias Animation

“This animation and briefing on unconscious bias adapted by Professor Uta Frith DBE FBA FMedSci FRS introduce the
key concepts and current academic research around unconscious bias with the aim of alerting Royal Society selection and
appointment panel members to potential biases that can arise when making judgments or decisions. They form part of the
Society’s efforts to ensure that all those who serve on selection panels are aware of differences in how candidates may
present themselves, how to recognise bias in oneself and others, how to recognise inappropriate advocacy or unreasoned
judgement. All panellists receive an electronic copy of the briefing in advance of any meeting, it is also read at the
beginning of each meeting as a reminder.”

IR EOEREHE/ N T AOEE

[ Z DIEEFRD A T AZONT OBl & L, =4 « 7 U AZd% (DBE FBA FMedSci FRS) |2 &~ T &
NELOTH D, Ziud, ESTHE (The Royal Society) DEBEMEBSDOEENFHECHRETE T2 & &1T
HPE L PR BIHERZR A T ACOWTEEZIE LT 2 L2 RLWVE LTIRASRAELOTH Y, EEHO A
T AN T DRGSR O FFRT AR LT D, ZOBEL, EEEERICEETHTTo
A, BERFEOHC P ROMAFOE, BRLOASA T A LBl % HEDE, AR 722 ZHPBE D720 v
W% 78T 2 EDEWVZ DWW THR L TWA Z LA RFET 2 D TH Y . EXihaoZho—HaBic Lk
HLOTHD, TXTOLREIL, ZESORNZ, MEHRHOET 7 7 A VEZITID, Ziud, ZESOREE
Bz BV~ RICHRoTWD, |

Higl: The Royal Society, Unconscious bias, 17th November 2015,
https://royalsociety.org/topics-policy/publications/2015/unconscious-bias/(Last accessed 8th December 2016) & Y 51
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A British government sting operation using false identities
concluded that jobseekers with ‘white-sounding names’ could
expect to receive one positive response for every nine job
applications. How many CVs did they find a candidate with ‘Asian
or African sounding names’ had to distribute in order to obtain an
interview?

9 CVs - the same as those with ‘white sounding names’.

12 CVs in order to obtain one interview.

16 CVs in order to obtain one interview.

-@nﬂf_g »' 2 > EPA gy Birkbeck

AX)RABFIE. BR2ERANTITo=H5REVEENS. TEADES
HAAIEFDOREE (X, OhFTP1ART DB EFRHNLE L RIEH
BONDIERR/B DT, T TFOTAOTIVAND K5 L T IZF
BORBENRBEIECFEIENSIZIX., FAFRICBREEZEDIDHEN
Ho1=1=55D,

OMFFCIEIDEE- TAADISILAZRIDIGEEERL
12hFr C1ERID EE
16hFAr C1RERID EiE
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If a new mum returns to your organisation, it
isn’t unconscious bias to spare her the stress of
overseas business trips for her first hectic year
of working motherhood.

— True

— False

it N

ERTRA-BHAHLGE-OBIGICERLET  HLFLEF
RTEHIHERAD—ER LB HIRDFHHEIBZE R
T RHEWSHEITEER/ N7 ATIHELY,

— IELLY
- Y
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A study of science faculties in higher education institutions (Moss-
Racusin et al 2012) asked staff to review a number of applications.

The applications reviewed were identical, apart from the gender of
the name of the applicant.

Science faculties were more likely to:

a) rate male candidates as better qualified than female candidates

b) want to hire the male candidates rather than the female
candidates

c) give the male candidate a higher starting salary than the female
candidate

d) be willing to invest more in the development of the male
candidate than the female candidate

Which of the above is true?

@ﬂﬂjﬁ '3 ‘g,ﬁ s

HESEHERBEDEROBHEEFMRICLI-EER (Moss-Racusin et
al 2012)TIX. HE X RKEDKEEHORELEZKEINT-, RELZ
LEEEEHIE. A—D3LO T HEICFEEEZEDLRDOADHLIN
CHERERFIDSLMDLINSENESIZHESTL,

BROHE(X. UTOLIGERNHHT-=:

a) THIVEEMDIFESOFREEZE<EHET S

b) THELYEBHEDIZSFEEWN-LEES

c) ZTHLYELEEMDIFSITEVWIEREEZS

d) ZHIVEEHDIFESOBRIZZLDIREEFT D

EREDSIEENAELLNTLLIA?
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Activity 8
Gender-coding

Without even realising it, we all use language that is subtly ‘gender-coded’. Society
has certain expectations of what men and women are like, and how they differ, and
this seeps into the language that we use. Think about “bossy” and “feisty”: we
almost never use these words to describe men.

This linguistic gender-coding also shows up in job adverts, and research has shown
that it puts women off applying for jobs that are advertised with masculine-coded
language.

e.g. Kat Matfield, Gender Decoder for Job Ads (a gender decoding tool )
http://gender-decoder.katmatfield.com/

=J
3. o Blrl\beck
N O

7OTET48
S —-a—F40Y

BIERODNT (S DA —a—TAU T SNEEEFEAL TS, IR
HELENEDEISBEETHY . BEAEDISITESIMIODVNTOHS—EDHFER
5. INDIEAERATEIEEDOPICETRELTLS, HIZIX. “bossy’(lBRHkI)
“feisty’(TERT)—1): CholEBHERT EEICFLALEFELDNGNEETHD,

- nnnE’]VI/g_ a— T»f/'?(i;ﬁ)\r'i( %Ebh ;hif@fﬁnl ct*uj: %
MR —T AV MERSN TOBAEHICHEIXEELIZASENENSTERLH D,

{5l Kat Matfield, Gender Decoder for Job Ads (RAGEDT 5 —fEE5Y—I)
http://gender-decoder.katmatfield.com/
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Think about the following words and decide if they are masculine or feminine coded
words:

Q-

Support
Understanding
Analytics
Responsive
Ambitious
Lead
Challenge

yp b g,ﬁ dp Birkbeck

UTOEEDDIVZ—a—T10J & BHEHMA RN, BATHELELS,

Qe

XiE
b2y
VR il
B
ES
g8
PR
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Judgement-P
Action -D

Judgement-P
No Action-ND

0y SERRP U

Our Judgements & Actions

~Unconscious Bias

3 Birkbeck

No Judgement-NP
Action-D

No Judgement-NP
No Action-ND

HETSd-P
fTW95-D

Hilvs-P
fTRIL7%&L - ND

Quitdral. @»f\

1= DFHE 1T

—BMD AP

3 Birkbeck

FL|L %L - NP
fiM9S5-D

Pl &0y - NP
fTEL7%L -ND
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Overall Snapshot 2014/15
| |Birkbeck Students | Birkbeck Staff

Totals 13421 1234
Female 55% 53%
Male 45% 47%
BME 41% 16%
Disability 14% 4.6%
LGBT 4.17% 6%
Religion/Belief Christianity 25% Other 13% Christianity 6% Other 6%
Not Known 34% Not Known 54%
No Religion 28% No Religion 28%
Age 26% 31-40 23% 21-25 32% 31-40 21% 51-60
rs
Quud~at LN g Birkbeck
EFDAAERK 2014/15
| |Birkbeck&ft  |Birkbeck MR

=5 13421 1234
Tk 55% 53%
Bt 45% A7%
BME 41% 16%
EE 14% 4.6%
LGBT 4.17% 6%
RHIEE XXM 25% D 13% FURME 6% ZDith 6%

4 BH 34% Nz 54%

BRE 28% BRE 28%
T 26% 31-40 23% 21-25 32% 31-40 21% 51-60
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2014/15 Equality Data Report

+ Female staff are more likely to be in a part-time post than male
colleagues

+ Low female representation at senior management and professorial
roles continues

* Very low numbers of female academics in BEI
* Very low numbers of male administrative staff in Arts and SSHP

* 7% of Professors are BME compared with the overall rate of 13%
for academic staff.

* SHHP, Arts and, to a lesser extent, Science have lower BME
staffing levels compared to the college average.

* BME consistently reduce in proportion through the recruitment
stages across all staff groupings

» Academic staff under 30 or over 61 are twice as likely to be in part-
time roles

Qudat o

2014/15 FHET—A8E

[1%+]
[Rt]
ik

UNIVERSITY OF LONDO!
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To determine where bias might exist, a first step is to examine
existing data and analyse where bias may have had an impact.
Many institutions will already have done this, but monitoring the
numbers of people applying, being shortlisted, and being selected
at interview by protected characteristic will enable trends to be
uncovered. This could apply to both external recruitment and
internal promotions.

Where there are significant trends, for example where there is a
high proportion of disabled applicants, but a lower proportion of
disabled applicants shortlisted and a lower proportion still of
disabled applicants offered the job, further exploration should be
carried out.

Birkbeck

UNIVERSITY OF LONDOA

[+§+]
A4 331
i

N

it 2N
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Only by accepting that we are biased can
we begin to deal with it.....

How can we ensure that we manage our
own bias?

it 2N

-BlE. B EEN/NAMTRAEEHE->TNAZE
ZZ(TANSDZEIZE-T, O TERESFRICIRYBED

BADELDONATRAZEBT HEMNEHEIE
HBEDE=ASM?

47



Workshop 7—9 a3y

Study of Moss-Racusin et al(2012)
ERZ9—225(2012) D#HFE

Moss-Racusin et al (2012) had staff in science faculties rate the
application of a student for a position as a laboratory manager. The
application was used 127 times and randomly assigned either a female (64
times) or male (63 times) name. Selectors rated the male applicant as
significantly more hireable than the female applicant. They also chose a
higher starting salary and offered more career mentoring to the male
applicant.

ERTYV—IU5(2012) 1F 1B DEBREIR—v—F AT 520 BR
PHEOHELICT—ANDZEEDLEEREZTMSE -, COIESEFHEE. it (
64[E) Ff-(X B (630D [CEMEAICEIY L TON, ST127TREREINT -, EE
FEDHELX. EATREICOVTEEDREELYVEEHDOREELZE
L<EGHELTz, oI, F-ZHDEEELVEEHDOREEIZHVIELRS
BEREL. KUZBDHEEN AV F—REFBRBLET-,
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lllusion Slides

What do you see?

HOW MANY LEGS DOES THIS ELEPHANT HAVE?
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What do you see?
F
r

Look at the chart and say the colour, not the

YELLOW BLUE ORANGE
RED GREEN
PURPLE YELLOW RED
ORANGE GREEN
BLUE RED PURPLE
GREEN BLUE ORANGE
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Our unconscious thoughts and interpretations happen much
quicker than our conscious ones. The brain works fast and
sometimes it works too fast.

It makes assumptions on our behalf, and while this is incredibly
useful in some situations, it can lead to mistakes in our
interpretation of situations and people.

Gl Jon  EEE
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What's Nitobe College?

What’s Nitobe College?

The Nitobe College is a program for undergraduate students of Hokkaido University aimed to educate a
new generation of global leaders. The 200 students per year who are enrolled in the program earn 15
credits from the Nitobe College curriculum in addition to the regular university Bachelor degree
requirements. They will receive intensive training in English and must spend one semester studying
abroad to complete the Nitobe College requirements. Students who complete the program receive a
special diploma.

The college is named after one of the most notable Hokkaido University alumni, Inazo Nitobe, the
author of the well-known book Bushido: The Soul of Japan and one of the first Under-Secretary
Generals of the League of Nations (the forerunner to the United Nations).

The Spirit of Inazo Nitobe
Individuality based on integrity and ethics
An international spirit free from prejudice
International education where all nationalities are treated as equals

Vision for the Skills and Abilities Developed at Nitobe College
The objectives of the College are to educate students to possess
an independent minded personality
a clear sense of national identity within the global context
global leadership skills encompassing a wide range of knowledge and competences

(Quoted from “About Nitobe College Overview” on the Homepage of Nitobe College, Hokkaido University)

Features of the Nitobe College
Nitobe College students will acquire knowledge and engage in life changing experiences by taking a set
of mandatory subjects over four years while completing their regular courses of undergraduate study.

Nitobe College offers a multidisciplinary educational curriculum designed for a maximum of 200
students from all twelve faculties of Hokkaido University. A requirement of the college is that students
complete a one-semester long study abroad program, usually 6 months in duration.

Through subjects titled Practical English for Overseas Education, Arts & Science Courses in English,
and Specialized Learning all provided in English, students will acquire practical English skills.
Co-learning in Multicultural Classrooms, where Japanese students learn together with students from
other parts of the world helps students expand their understandings of other cultures. The students who
earn the designated credits (15 credits) and meet all requirements will receive a certificate of completion.

(Quoted from “Features of the Nitobe College” on the Homepage of Nitobe College, Hokkaido University)
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