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Summary

This review might seem harsh, but it
is written in the context of continual
failings of large institutions to look
after their stakeholders from
marginalised groups. This is why
these EDI plans are usually met with
skepticism and the question "Do the
senior leaders really mean it, or is
this just performative?".

This is why an EDI strategy should
have people from marginalised
groups as the central audience and
to use this as written evidence that
senior leaders understand the
current challenges that
marginalised people face and know
the level of effort and discomfort
that is needed to make systemic
change. 

This EDI strategy does not
demonstrate that they know what
the underlying problems are and
how to fix them.  But there are
already solutions out there that have
worked, so why are we still
experimenting?

In fact, one major concern with
reviewing this strategy is the
examples of the work they have
done in the strategy are not in the
strategy itself. Links to other pages
were supplied and asked the reader
to figure out what the context was.

This mindset of getting interested
stakeholders to put effort into
understanding does not build
confidence in the overall strategy.

Another major concern with this EDI
strategy is the sanitised nature of the
language in the document.

People from marginalised groups have
been discriminated, passed over when
it comes to recruitment and promotion,
and some have fought for change at
the expense of their own careers.

The sanitised and dehumanised nature
of the prose in this document does not
engender trust in the process.

The last major concern is that this
strategy uses a lot of words and has
very little in tangible language that
demonstrates the level of the
commitment. 

This adds to the concern that this could
easily end up a performative intiative
where the EDI strategy is used as a
shield for defending the organisational
efforts, rather than providing a
commitment to combat discrimination
that has been around for centuries. 

In my opinion, this initiative is definitely
going to be expensive and could easily
end up ineffective and inefficient.



Background
The background to this review highlights how the systemic imbalance causes
challenges that needs changes to equity, not equality.

Therefore it is important to recognise that being neutral as an organisation
means that you will side with the oppressors.



Background
It is crucial to understand that people are not treated the same and are not all
given the same opportunities, even if their situations are the same.

These aggressions and micro-aggressions can contribute to a lack of
opportunities over time that reduces employability.



Background
This reduced employability over time means that the key way to make up for
those missed opportunities is to make up for the ones that have been lost.

To give more opportunities, not only will you have to centre and advocate for
people from marginalised groups, you will have to redefine merit.
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Discourse Analysis Framework

This discourse analysis framework
takes the ideas from the
background and turns them into
specific areas to review.

It allows an individual to review a DEI
strategy to see if initiatives contain core
messages that demonstrate the core
ideas that can help accelerate change.



Engenders
trust and

legitimacy

This is a very difficult document to read
and it feels similar to previous efforts in
similar large organisations.

These similar efforts mention how
much they care but do not understand
the fundamental challenges that need
to be faced. This means the level of
trust in the result will be relatively low.

It talks generically about developing,
experimenting, and evidence-gathering
which also reduces it's legitimacy.

Strategy Examples



Humanises
policy and

strategy

This is a sanitised, corporate document
that doesn't highlight the suffering that
marginalised people have gone
through.

The term "under-representation" is an
example of a sanitised, passive word. It
also insinuates easy ways to solve
problems through "participation".

It also mentions data 32 times in the
strategy, which is a concern as data
dehumanises and can itself be biased.

Strategy Examples



Highlights
challenges to

audience

This strategy doesn't highlight the
challenges to the audience.

This is partially because nothing has
been committed to in the strategy itself
as per the "Engenders trust" review.

It also doesn't recognise that there will
be push back by those who lose their
privilege and challenging those in
authority to make the changes that will
also impact themselves.

Strategy Examples



Understands
change is

uncomfortable

There is a lack of insight as to how
difficult and how uncomfortable
change really is.

“When you’re accustomed to privilege,
equality feels like oppression.”

This is particularly challenging for
people in authority who have access to
privilege. Are senior leaders in UKRI
willing to use their privilege to give
opportunities to others? This is the
ultimate test of their commitment.

Strategy Examples



Understands
marginalised

people by
centering them

Cornerstone 2 should cover this but it
uses sanitised, softer words like "listen
to our communities", as opposed to
"center the needs of our marginalised
groups". Whose input will they weight
more?

This goes back to the comment about
the sanitised prose in the document.

I would also point out there are already
solutions out there that have worked,
why are we still experimenting?

Strategy Examples



Understands the
different

"degrees of
difficulty"

Strategy Examples

This strategy does not talk about the
different degrees of the challenges that
people can face due to being in one or
more marginalised groups.

The language used talks about equity
but the examples to demonstrate
understanding to build trust is absent.

"What works" is mentioned in passing
and points to external links. One
recommendation would be to explicitly
state "what works" in the strategy.



Understand
intersectionality

as a spectrum

There is an absence of information on
intersectionality. What tends to happen
with EDI strategies is that they ignore
intersectionality completely, or
highlight that more work is needed to
take it into account.

By not understanding this concept, a
EDI strategy can become ponderous
and exclusionary.

It can also conflate the review of the
strategy results.

Strategy Examples



Understand
cumulative

effects of
marginalisation

Understanding the cumulative effects
of marginalisation allows people to
understand how that negatively effects
employability.

The usage of equity does cover this, but
there is no evidence to show that the
strategy and the organisation
understands this situation.

If this is overlooked, then the ability to
get equitable outcomes will be greatly
reduced, if not made impossible.

Strategy Examples



Understand
merit is often

based on
opportunity, not

ability

It is key to recognise that experience is
highly correlated with opportunity, not
always with ability.

This means that privileged people can
gain experience via opportunites that
are not easily available to people from
marginalised groups.

This means that hiring based on
experience can exclude people from
marginalised groups. This is why we
need to redefine "merit".

Strategy Examples



There are many high level goals in this
EDI strategy but as mentioned
previously the examples of concrete
changes are left to other documents.

There have been many activities that
have been done at UKRI but nothing
has been synthesised into this strategy
document.

The example shown below is not from
the strategy itself but a document
linked to the strategy.

Practical
actions as an
organisation

Strategy Examples



This is an organisational strategy so it is
not expected to highlight any practical
actions as an individual.

It should be pointed out that the
actions of an individual together with
others forms the basis of an
organisation. At the end of the day, how
individuals react to the changes
needed will effect how the organisation
will improve it's equity, diversity and
inclusion efforts.

Practical
actions as an

individual

Strategy Examples



Using your
privilege to
help others
proactively

This fits in with the actions needed
both at the organisational and
individual level.

However this idea of having to sacrifice
privilege is a key need for building
equitable processes into research and
recruitment.

People from marginalised groups will
be skeptical of this and trust can be
increased by explicitly stating how
senior leaders will use their privilege.

Strategy Examples


