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School of Geosciences, University of Edinburgh  

Equality, Diversity & Inclusion Action Plan for 2019-20  

  

Background 

The Equality & Diversity Committee (EDC) of the School of Geosciences organised a workshop titled 

‘Embedding Diversity & Fostering Equality at the School of Geosciences’ in April 2019. The goal was 

to collectively develop a fresh Equality, Diversity & Inclusion (EDI) strategy for the School. At this 

event, six external speakers offered brief provocations on EDI concerns in academia. Each speaker 

was matched with a School discussant who briefly responded to the speaker’s talk and facilitated a 

wider discussion with the audience. The event saw participation (more than 60 people) from across 

the School community (academic & professional services staff, PG and UG students, senior and 

junior members). Feedback from several School members in the days following the event suggests 

that it has had immediate and direct impact in inspiring and generating reflection and action at the 

individual level as well as enthusiasm and ideas for building structural change at the School level.   

A key outcome of this workshop is a new EDI action plan to be implemented from the 2019-20 

academic year. This action plan has been developed in a ‘from the ground up’ manner and draws on: 

1) informal conversations with a range of School members (academic & professional services staff; 

UG & PG students); 2) one-to-one discussions with School members on EDI issues; 3) discussions 

with EDCs from other Schools at UoE and from other universities; 4) the ‘Embedding Diversity & 

Fostering Equality at the School of Geosciences’ event and related activities.   

The action plan comprises a number of achievable measures that will be integrated into the 

functioning of existing School structures. In line with the discussions at the workshop, the aim is to 

generate collective action that diffuses EDI initiatives across the School (as opposed to vesting the 

responsibility in any one person or role).  

EDI Action Plan 2019-20 

1. Race & Ethnicity  

Race and ethnicity are aspects of social difference that have so far not received much consideration 

within the School. The University has signed up to Advance HE’s Race Equality Charter and has a race 

equality network, but has so far not gained accreditation1. Membership and awards are available 

only at the University level (unlike Athena Swan). There are some nascent university-wide race 

equality initiatives (such as the race equality network & the Dignity & Respect campaign) but this 

work is not very developed. There is potential for the School of GeoSciences to be a frontrunner in 

this regard by aligning its actions with the Charter framework.   

Creating a more racially and ethnically diverse School can be immediately addressed in relation to 

the recruitment, retention, and progression of students and staff. Key proposed actions for 2019-20 

are:  

  

                                                           
1 https://www.advance-he.ac.uk/charters/race-equality-charter 

 Staff  PG students  UG students  

Retention  1H, 1I, 1J, 1K, 1F  1G, 1H, 1I,1J, 1K, 1F  1G, 1H, 1I, 1J, 1K, 1M, 1F  

Progression  1M, 1K, 1L, 1A  1G  1G  

Recruitment  1M, 1A, 1B, 1E, 1F  1M, 1A, 1B, 1C, 1F  1M, 1B, 1D, 1F  

 

https://www.advance-he.ac.uk/charters/race-equality-charter
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Action 1A: Mandatory unconscious bias training workshops for all staff, with initial priority given to 

line managers, recruiters, and members of promotion panels. (funds required, to be actioned by 

Human Resources (HR) & EDC, with the maintenance and reporting of annual training records)1.   

Action 1B: Refurbishing recruitment materials: i) set up committee to look at recent staff 

advertisements and provide inputs into framing future ones (to be actioned by EDC in consultation 

with HR); ii) get a ‘secret shopper’ (i.e., student from a BAME background from a different 

university) to attend an undergraduate open day and provide feedback (funds required; to be 

actioned by Head of Marketing Recruitment & Communications with Widening Participation 

Working Group representatives)  

Action 1C: Targeted recruitment drives for funded PhD positions (e.g., by disseminating information 

in universities with more racially and ethnically diverse student bodies) (to be actioned by Head of 

Student Services and Head of Marketing Recruitment & Communications)  

Action 1D: Fund outreach to state schools with high BAME students numbers (funds required; to be 

actioned by Head of Marketing Recruitment & Communications and Schools Liaison Officer)  

Action 1E: Invitation-led staff recruitment with an emphasis on maximising racial and ethnic diversity 

in the candidate search and interview shortlist2 (research3 shows that diversity in recruitment is 

enhanced by having more than one candidate from minority backgrounds in the shortlist) (actioned 

by HR through search committees)  

Action 1F: Diversifying and decolonizing the built environment by hiring someone to carry out 

research and collate information on alumni/staff from minority backgrounds, and setting aside funds 

to renew the School’s outward facing ‘image’ (funds required; actioned by EDC through a 

committee set up for this purpose including EUSA/student rep, with end-of-year reporting)  

Action 1G: Signposting English language and academic skills training resources (the Centre for Open 

Learning offers scholarships for English language training for prospective students), and establishing 

                                                           
1 Conversations with various members of the School before and after the 25th April event indicates that there is 
a need for enhancing knowledge about what unconscious bias is, how it works and enters daily workplace 
interactions, and how to address it. Most members of the School embrace and practice inclusivity; they 
actively wish to be a part of a diverse workplace and do not use racial, ethnic, gender and other such criteria 
for decisions relating to recruitment, progression, and everyday interactions. However, racial/ethnic 
discrimination/bias does not always take the form of overt preference for a certain demographic. it is often the 
outcome of unconscious bias which operates through judgements on quality, fit, readiness, originality, 
creativity, suitability, rigour, significance etc. (please see Appendix A for a case study of how unconscious bias 
can operate in promotions decisions; points of potential bias are underlined; please also see summary on 
unconscious bias). The workshop discussions and other information gathered over the year indicate that there 
is much scope to enhance racial and ethnic inclusivity in the School by tackling unconscious bias. A recent 
review1 of evidence on tackling unconscious bias suggests that online training alone is not sufficient, and 
instead recommends a combination of bias testing, in-depth training about unconscious bias delivered through 
small group workshops, and sustained active reflection.   
2 Other bias reduction techniques to be implemented during the interview panel can include: ensuring that 

decisions are not made while panel members are tired or hungry; avoiding discussion among panel members 
about candidates as that often leads to source and status quo bias; just aggregating individual scores is less 

susceptible to bias.  
3 Johnson S K, Hekman D R, Chan E T (2016) If there is only one woman in your candidate pool, there’s 

statistically no chance she’ll be hired Harvard Business Review, April 26, https://hbr.org/2016/04/if-

theresonly-one-woman-in-your-candidate-pool-theres-statistically-no-chance-shell-be-hired  
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a pre-arrival buddy system for international students (to be actioned by Head of Student Services in 

consultation with EDC, DuUGT, DoPGT, DoI and EUSA/student rep)  

Action 1H: Diversification and decolonization of curricula and teaching materials gradually but 

systematically by advertising workload hours (for e.g., up to 5 members of teaching staff could apply 

for workload hours for curriculum decolonization/diversification each academic year; suggested 

tariff of 25 hours per course) (actioned by Heads of Research Institute, with examples and best 

practices collated at the end of the year by EDC via Heads of Research Institute).  

Action 1I: Diversification of demographic profile of guest speakers by targeted invitations (to be 

actioned by Heads of Research Institute with seminar organizers and standing item on Institute 

meetings, and reporting at the end of each academic year through Administrative Support Assistant)  

Action 1J: Developing a better culture of listening and addressing complaints; many School members 

(staff and students) have indicated that complaints about bullying, discrimination or harassment are 

often dismissed or not taken up with adequate seriousness (this has been a finding in the Athena 

Swan surveys as well). This exacerbates their experience of exclusion as they often find it difficult to 

raise such issues in the first place. School training and guidance on how to listen and respond to EDI 

concerns is to be developed. This will include a flow chart on what people can do, who they can talk 

to (multiple staff members from across the School), and what responses they can expect, and 

training for staff on how to deal with complaints (to be actioned by SPARC & EDC)  

Action 1K: Run bi-monthly EDI forums to stimulate informal discussions & dialogue and sustain 

grassroots action (such forums have also been trialled successfully at Sheffield Geography) (funds 

required for tea/coffee; actioned by EDC)   

Action 1L: Monthly EDI newsletter to share best practices and issues for reflection and inclusion/link 

in bi monthly School newsletter to reinforce and widen communication. (actioned by EDC)  

Action 1M: Collect and publish anonymized data annually on demographic profile of School, 

including breakdowns based on seniority and participation in governance structures (actioned by 

EDC with HR)  

  

2. Allies and resource distribution  

  

The workshop discussions made clear that it is problematic for people from minority 

backgrounds to be vested with the task of creating diversity, inclusiveness and conviviality. This 

constitutes a double-burden that could potentially further impede the career progression of 

individuals.  As such, alliances between people from different backgrounds and with different 

levels of influence are core for effective and successful EDI programmes.   

  

In the School of GeoSciences, this means that EDI activities need to be undertaken jointly by 

members of different demographic profiles, different disciplinary backgrounds, and of varying 

levels of seniority in the School.   

  

Many of the event speakers also raised concerns about the under-resourcing of EDI work (both 

in terms of time allocations and funds), and the UK-wide tendency for relatively low-prestige 

academic tasks to be taken on or assigned to women or BAME staff members, which in turn has 

long-term impacts on career progression.  
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Action 2A: It is recognized that the current workload model used in the School has EDI 

implications and that it needs to refitted to ensure fairness and inclusion. In particular, there is 

consensus that the research adjustment has serious long-term EDI implications because it 

systematically and progressively disadvantages those without grant income that covers a 

portion of their salary. Given that the process of securing research grants is subject to 

unconscious bias because of the lack of double-blind peer review, the research adjustment 

perpetuates linked patterns of unfairness within the School, with impacts on retention and 

progression. While the workload model committee is considering this, progress has been slow, 

with the result that task allocations for 2019-20 are being undertaken using the existing WLM. 

As such, it is vital that SPARC takes an immediate decision to remove the research adjustment 

from the workload model (actioned by SPARC)  

  

Action 2B: A dedicated EDI budget and appropriate WLM allocations will be crucial for the 

meaningful implementation of the School’s EDI action plan (actioned by SPARC)  

  

Action 2C: Offer each of the external speakers at the April 2019 event an honorarium for their 

contributions (actioned by EDC)  

  

Action 2D: Appoint two Equality & Diversity Coordinators for the School from 2019-20 from 

different demographic backgrounds, thus explicitly building alliances and doubling the time 

resources available for undertaking EDI work (actioned by SPARC)   

  

3. Widening Participation  

  

Addressing EDI among UG students requires significant investment. It also involves initiatives 

that are not always the same as what are required for staff members, and can indeed 

sometimes be in conflict (for instance, inclusion initiatives may be directed at securing extra 

support for students but that might in turn negatively affect staff wellbeing and mental health 

because of the increased workload).   

  

Action 3A: The Widening Participation scheme needs to be embedded more firmly within the 

School and be allocated separate staff roles, WLM hours and resources (actioned by School 

Learning & Teaching Committee).   

   

  

  

  

  

  


