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What is Equality, Diversity & Inclusion (ED&I)?
ED&I is more than complying with legal requirements. It is about providing equal opportunity, creating

a culture where all staff feel safe to bring their true selves to work and treating everybody fairly based

on their individual needs .  It is not always necessary to treat everyone equally, but it is important to

treat everyone fairly based on their individual requirements.   

ED&I is about embracing difference and seeing this as a real opportunity to enrich the diversity of the

organisations thinking and to be truly representative of the community we work with.  

When people feel comfortable to be their true selves without fear of judgement or detriment they will

perform at their best.  ED&I seeks to challenge assumptions, promote a zero tolerance attitude

towards bullying and harassment and provide support to people from minority groups or those with

particular needs.  
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is part of the research and innovation system. ”

- Ottoline Leyser, UKRI CEO

“As an organisation, we are committed to creating a diverse and inclusive research

and innovation system in the UK, which is ‘for everyone, by everyone’

In order to achieve this, we need to become a more diverse and inclusive organisation

internally, where every individual has a voice and feels like they belong.”

- Sue Donaldson, Chief People Officer
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https://www.ukri.org/wp-content/uploads/2021/03/UKRI-250321-EqualityDiversityInclusionPolicy-V2.0.pdf


Your Right

Everyone has the right to be treated with dignity and respect and to be included in all

activities irrespective of a protected characteristic. No-one should experience

disadvantage (of experience or outcome) or be discriminated against in any way. 

Principle 1



Our Commitment

UKRI is committed to identifying and removing barriers to participation, making

reasonable adjustments where deemed necessary and appropriate and building a

culture that values openness, fairness and transparency, where access to employment,

work, and career progression is based on merit, demonstrable skills and experience.

Principle 2





https://www.ukri.org/our-work/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/


Why is it important?
The Chartered Institute of Personnel and Development (CIPD, Diversity and inclusion in the workplace,

May 2020) states good people practice decisions benefit workers, wider society and organisations. Any

business case for diversity must consider the potential positive outcomes for individuals, such as

impact on wellbeing, and balance them with business outcomes.

Three of the main business benefits of taking diversity and inclusion seriously can be seen below.
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Talent

Research shows  that people want to work for employers with good employment

practices. They also want to feel valued at work.

To be competitive, organisations need everyone who works for them to make their best

contribution. Increasingly, employers recognise the importance of diversity and inclusion

in recruiting and retaining the skills and talent they need.

As well as designing appropriate and fair people practices, it is important to create open

and inclusive workplace cultures in which everyone feels valued, respects colleagues,

and where their contribution is recognised.

Flexible working and job design are also important components of diversity strategies

and part of attracting and retaining a wide pool of talented people.

Benefit 1



Research & Innovation

A diverse and inclusive culture made up of socially diverse and diverse inherent groups

are reported to be more innovative and productive than homogeneous groups (Forbes). A

key benefit is diversity of thought, perspectives, and experience which will improve

organisational outcome. However, people need to feel they have a voice in the

organisation to allow their different perspectives to be heard.

Benefit 2

Why diversity helps to produce stronger research
Gender diversity in the research environment can drive scientific discovery, but, to

fully realize the potential for innovation, inclusivity must be cultivated at multiple

levels - from the research team to society, suggests a Perspective in Nature Human

Behaviour ( M. W. Nielsen et al. Nature Hum. Behav. 2, 726-734; 2018).

Read more

https://www.nature.com/articles/d41586-018-07415-9?error=cookies_not_supported&code=20f9a95c-01d6-4071-bb07-da7237c18ea7
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Equality, Diversity, Inclusion and the Law
As a line manager, it is important that you embed all aspects of EDI into your management

responsibilities.  Before you can do this, you need to understand and comply with the law. 

This image shows the previous UK legislation around EDI which were combined into the
Equality Act 2010

Key points of the legislation which impact line
management
Parliament’s purpose in creating the single Equality Act 2010 was not only to harmonise the law but to

take a legal step towards creating a fair and just society. The Act seeks to recognise that people are
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does not get a promotion because they are assumed to be gay).

Victimisation – treating someone badly or victimising them because they have

complained about discrimination or helped someone else complain (bystander

intervention).

5

Harassment – engaging in unwanted conduct related to a relevant protected

characteristic. Such conduct has the purpose or effect of violating an individual’s dignity or

creating an intimidating, hostile, degrading, humiliating or offensive environment for that

individual.

6



What can you do …
You might be unsure of what you can and can’t do as a line manager.   

This toolkit will help you to:

It’s line management who have the ongoing responsibility for implementing the people management

policies and practices that will affect how supported someone with a protected characteristic feels,

both in their role and as part of UKRI.
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Attract the most suitable talent to UKRI

Be confident about managing and supporting colleagues from a protected characteristic

group, from recruitment and induction through to training, development and progression

Understand, identify and reduce the barriers that could potentially be preventing a

colleague with a protected characteristic from performing and/or developing to their full

potential

Identify appropriate workplace changes or adjustments to support team members with a

protected characteristic to reach their full potential and thrive at work

Ensure fair treatment for all colleagues and foster an inclusive working environment

Be confident to have a conversations and make people-related decisions
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In summary, line management should develop the confidence to
treat everybody with dignity and respect.



What is an equal, diverse and inclusive culture? 
 

Equality Diversity Inclusion

Fairness Difference Everyone feels welcomed

Equal of Opportunity Diverse Everyone feels valued

Respected Unique Integration

Progressive Background Respect

Justice Values Awareness

Community Culture Representative

Equity Identity Purpose

What is intersectionality?
Intersectionality is the understanding that social inequalities are mutually constituting: ‘race, class,

gender, sexuality, ethnicity, nation, ability, and age operate not as unitary, mutually exclusive entities,

but rather as reciprocally constructing phenomena’ (Collins 2015:2). 

 

Intersectionality recognises that social inequalities interact, so people’s identities and social positions

are shaped by multiple factors. Among others, a person’s age, disability status, ethnicity, gender,

gender identity, religion or belief, sexual orientation and socio-economic background contribute

towards their specific experiences and perspectives. 

 

Intersectional perspectives recognise that understanding the experiences of, for instance, black

disabled employees, requires understanding how the combination of race or racism and disability or

ableism creates specific circumstances. This is different from understanding race and disability
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separately. 

 

The term ‘intersectionality’ was coined by black feminist and legal scholar Kimberlé Crenshaw in 1989,

drawing on ideas elaborated within rich traditions of black, women of colour and indigenous women’s

theorising of, and activism on, the synthesis of structures affecting their experiences. Race continues to

be central to intersectionality, and these realms of thought and activism are the primary sites that

intersectionality continues to be developed.
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Example Case Studies
Take a moment to read the below case studies and select the right answer.
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https://www.ukri.org/our-work/supporting-healthy-research-and-innovation-culture/equality-diversity-and-inclusion/
https://www.ukri.org/wp-content/uploads/2021/03/UKRI-250321-EqualityDiversityInclusionPolicy-V2.0.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-020920-GenderPayGapReport2019.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-081020-EmployeeWellbeingPolicyV1.0.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-081020-CodeOfConduct.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-081020-GuidanceOnSupportingTransgenderEmployeesInTheWorkplace.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-081020-GrievanceHarassmentAndBullyingPolicyV2.0.pdf
https://www.ukri.org/wp-content/uploads/2020/10/UKRI-081020-RecruitmentPolicy.pdf




https://www.mindtools.com/saml/ukri
https://auth.mindtools.com/user-manager/welcome/ukresearchandinnovation


https://articulateusercontent.com/rise/courses/m18hG-EzRbbi_uiP2O1AafJTckiagL8W/d38F7dju75lXo6Sd-CIPD%2520Inclusion%2520and%2520diversity%2520in%2520the%2520workplace.pdf
http://youtube.com/
https://cdn.embedly.com/widgets/media.html?src=https%3A%2F%2Fwww.youtube.com%2Fembed%2F1s578qQ0xXo%3Fstart%3D51&display_name=YouTube&url=https%3A%2F%2Fwww.youtube.com%2Fwatch%3Fv%3D1s578qQ0xXo&image=http%3A%2F%2Fi.ytimg.com%2Fvi%2F1s578qQ0xXo%2Fhqdefault.jpg&key=40cb30655a7f4a46adaaf18efb05db21&type=text%2Fhtml&schema=youtube
https://cdn.embedly.com/widgets/media.html?src=https%3A%2F%2Fwww.youtube.com%2Fembed%2F1s578qQ0xXo%3Fstart%3D51&display_name=YouTube&url=https%3A%2F%2Fwww.youtube.com%2Fwatch%3Fv%3D1s578qQ0xXo&image=http%3A%2F%2Fi.ytimg.com%2Fvi%2F1s578qQ0xXo%2Fhqdefault.jpg&key=40cb30655a7f4a46adaaf18efb05db21&type=text%2Fhtml&schema=youtube
https://www.youtube.com/watch?v=1s578qQ0xXo


https://articulateusercontent.com/rise/courses/m18hG-EzRbbi_uiP2O1AafJTckiagL8W/d38F7dju75lXo6Sd-CIPD%2520Inclusion%2520and%2520diversity%2520in%2520the%2520workplace.pdf
https://www.plymouth.ac.uk/about-us/university-structure/service-areas/equality-diversity-and-inclusion
https://www.mindtools.com/community/BookInsights/RebelIdeas.php
https://www.ethnicity-facts-figures.service.gov.uk/style-guide/writing-about-ethnicity
https://www.gov.uk/government/publications/inclusive-communication/inclusive-language-words-to-use-and-avoid-when-writing-about-disability
https://www.stonewall.org.uk/help-advice/faqs-and-glossary/glossary-terms
https://www.gypsy-traveller.org/policy-publications/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/938189/disability-confident-line-managers-guide.pdf



