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1. Our approach to EDI 

 

1.1 Aim and vision 

As part of our commitment to equality, diversity, and inclusion (EDI), we adhere to the legal 

obligations outlined in the Equality Act 20101. This Act prohibits discrimination based on 

protected characteristics, which include age, disability, gender reassignment, marriage and 

civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. 

As a publicly funded body, we are also obliged to follow the Public Sector Equality Duty 

(PSED)2. Under the PSED, we are mandated to address three fundamental principles: 

• Eliminate discrimination. 

• Advance equality of opportunity. 

• Foster good relations between different people during our activities. 

This extends to how we work with everyone, including our key stakeholders. However, we are 

keen to go beyond the legal compliance to reduce inequalities and create an environment in 

which a diverse range of participants can thrive and mutually add value to our centre. By 

valuing an individual’s diverse strengths, ideas and insights, we are rewarded with unique 

perspectives that can enrich experiences and outcomes for all. Building diversity into our 

centre is also a way to ensure that we understand and are representative of the communities 

and stakeholders we aim to serve.   

In addition, as employees of public sector institutions, we are committed to the Nolan principles 

of public life: selflessness, objectivity, integrity, accountability, openness, honesty, and 

leadership. The seven principles of public life apply to anyone who works as a public 

officeholder, including those in academia.  

From an EDI perspective, we want our culture to reflect our key values of fairness, 

transparency, boldness, openness, and impact in the following ways:  

 
1 Equality Act 2010: https://www.legislation.gov.uk/ukpga/2010/15/contents  
2 Public Sector Equality Duty: https://www.equalityhumanrights.com/guidance/public-sector-equality-
duty-psed  

https://www.legislation.gov.uk/ukpga/2010/15/contents
https://www.equalityhumanrights.com/guidance/public-sector-equality-duty-psed
https://www.equalityhumanrights.com/guidance/public-sector-equality-duty-psed
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• Collaboration and collegiality. We respect the variety of contributions made by both 

the consortium, and the wider community of stakeholders with whom we will 

interact.   

• Openness and integrity. We will undertake activities in an open, inclusive and 

transparent way for the Centre and community, and we will commit to avoiding 

actions or decisions which lead to personal benefit.  

• Freedom to express ourselves, in a way which is respectful of others3. We want 

to nurture talent, to enable people to express themselves through their interactions 

with the Centre in ways which are creative and effective, but also mindful of our 

differences.  

• Fairness. We will seek to identify and reduce or remove barriers that may prevent 

fair and equitable access to opportunities, including making reasonable adjustment 

for disabled colleagues. 

 

Through taking this approach to EDI, our intended outcomes are to: 

• Improve diversity in our consortium, events and Advisory Board, with an aim to 

making them more representative of the general population. 

• Provide equal opportunities for all candidates, especially those who are 

underrepresented. 

• Support Early Career Researchers (ECR) career development. 

• Celebrate diversity and the opportunities which diversity brings to new ways of 

thinking. 

 

Over time, UKRI major investments have been required to develop approaches to EDI. As a 

result, there are good works on EDI strategy from research centres such as CREDS4, 

UKERC5, the Supergen Hubs, HI-ACT and National Centre for Energy Systems Integration 

 
3 Higher Education (Freedom of Speech) Act 2023:  
https://www.legislation.gov.uk/ukpga/2023/16/enacted; 
https://bills.parliament.uk/bills/2862/publications 
4 CREDS Equality, Diversity and Inclusion: https://www.creds.ac.uk/theme/support/equality-diversity-
and-inclusion/  
5 UKERC Equality, Diversity and Inclusion (EDI): https://ukerc.ac.uk/about/edi/  

https://hi-act.ac.uk/
https://www.legislation.gov.uk/ukpga/2023/16/enacted
https://www.creds.ac.uk/theme/support/equality-diversity-and-inclusion/
https://www.creds.ac.uk/theme/support/equality-diversity-and-inclusion/
https://ukerc.ac.uk/about/edi/
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(CESI). In addition, there are two networks on EDI for Energy, EDI+6 (led by Durham 

University) and Ignite Network+7 led by University of Strathclyde), and a UKRI EDI Caucus8 

(led by Heriot-Watt University). We plan to engage with these other investments to enable a 

two-way exchange of best practice. We will host joint events with other projects (at least once 

a year), around issues of EDI from an energy demand perspective.  

1.2 Governance 

EDI Working Group 

To ensure the embedding of EDI across all strands of the EDRC, and robustly monitor the 

progress and efficacy of our EDI Plan, we have a dedicated EDI Working Group comprised of 

a subset of our Co-Is, researchers and Operations team staff. The team will be led by Meysam 

Qadrdan, an EDRC Co-I, as EDRC’s EDI Champion. When needed, we will make appropriate 

changes in the composition of the EDI Working Group to ensure it remains a dynamic group 

which welcomes new ideas and perspectives, whilst maintaining momentum. The EDI Working 

Group is responsible for developing and updating the EDI Plan, and monitoring its 

implementation. The Working Group will organise regular quarterly meetings. Members of the 

EDI Working Group will have representation in the EDRC Leadership Team meetings, in which 

EDI will be a regular agenda item. We also will try to include an EDI expert in our Advisory 

Board to provide inputs on EDI aspects of the centre.  

Members of the EDI Working Group include (see Table 1): 

 

Table 1: EDRC’s EDI Working Group 

Name Role in the EDRC Role in the EDI Working 

Group 

Marie Claire Brisbois Co-I (Governance) Represents Governance 

theme 

 

Kate Pangbourne 

ECR Champion Represents ECRs and 

Governance theme 

 
6 EDI+: https://ediplus.webspace.durham.ac.uk  
7 Ignite Network+: https://www.ignitenetplus.ac.uk  
8 EDI Caucus: https://edicaucus.ac.uk  

https://www.ncl.ac.uk/cesi/
https://ediplus.webspace.durham.ac.uk/
https://www.ignitenetplus.ac.uk/
https://edicaucus.ac.uk/
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Gesche Huebner Co-I (Equity) Represents Equity theme 

Lirong Liu Co-I (Equity) Represents Equity theme 

Greg Marsden Theme lead and Co-I 

(Place) 

Represents Place theme and 

Leadership Team 

Narges Mahpeykar Impact and Engagement 

Project Officer 

Stakeholder engagement 

support 

Jose Ramirez-

Mendiola 

Researcher (Flexibility) Represents Flexibility theme 

Meysam Qadrdan EDI Champion, Co-I 

(Flexibility)  

Represents Flexibility theme 

Tina Shield Project Officer Administrative support 

Sara Walker Co-Director Represents Leadership Team 

 

EDI Impact Analysis 

When planning new centre-wide policies, events, or funding activities (including the EDRC 

Flexible Fund), we will use a checklist to ensure that equality considerations are built in from 

the start. The checklist will cover factors such as event dates and locations, to help 

accommodate people with caring responsibilities and others who may be affected. 

For each protected characteristic, we will assess any potential positive or negative impacts, 

explain the evidence or data used to reach these conclusions, and set out actions to mitigate 

any negative impacts. 
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1.3 Monitoring 

To ensure our strategy will reach the intended EDI outcomes, on a yearly basis we monitor a 

portfolio of EDI Key Performance Indicators (KPIs), such as:  

1. The involvement of underrepresented groups and people with protected characteristics 

in EDRC (e.g. Advisory Board, staff, researchers and students), at its events (e.g. 

speakers, panellists and audience), and in the Flexible Fund (e.g. people and projects 

funded).  

2. Support for career development of ECRs with protected characteristics through 

mentorship, involvement in the Flexible Fund and other opportunities such as 

secondments.  

3. EDI reporting based on our EDI survey will be an element in EDRC’s Annual Reports, 

to signal and report on the embedding of EDI across the research programme.  

A summary of our progress towards achieving our intended EDI outcomes will be published 

on our website as annual EDI reports. In addition, through regular surveys and interactions 

with the wider research community, we will collect feedback regarding perceived 

improvements in EDI in the Centre, and how we can do better.  

Considering our transparent approach, this EDI Plan was also reviewed by representatives 

from the EDI Unit at the University of Sussex, who are responsible for promoting, coordinating 

and embedding equality, diversity and inclusion across the whole university community as part 

of the Human Resources Division. This Unit works closely with schools, divisions, staff 

networks and the University of Sussex Student’s Union to deliver the Inclusive Sussex EDI 

Strategy. This review enabled the EDRC team to consider additional culture, equality and 

inclusion opportunities through the feedback of independent EDI specialists, whilst aligning 

with the wider University vision and values. 

Based on feedback, the EDRC EDI Strategy and procedures will be reviewed annually and 

amended accordingly. Any amendments, along with rationale and evidence proposed by our 

EDI team, will be discussed and approved by the management committee. The most up-to-

date version of our EDI Strategy will be made available publicly via the Centre’s website within 

a month of its completion.  
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In summary, our EDI monitoring will include:  

1. Annual EDI survey to measure our performance against the identified KPIs  

2. EDI questionnaire collecting views and feedback from participants in our events and 

activities including the Flexible Fund.  

Key information from these surveys will be included into our Annual EDI report which will be 

made available on our website. We will also have specific Actions and KPIs for working culture 

and practices, recruitment, career development and Flexible Fund, which are outlined next.  

2. Working culture 

We aim to create a working environment that all our staff and stakeholders are treated with 

dignity and respect. Working culture encompasses our position and guidance on bullying and 

harassment, as well as the work we proactively undertake to prevent bullying and harassment 

from occurring in the first place. Bullying and harassment of staff, students, partners, or 

anyone connected to EDRC will not be tolerated. All partner organisations have procedures in 

place to report and resolve instances of bullying and harassment and we will ensure these are 

used where necessary.  

When both involved parties are within the same institution, we will support resolution of 

disputes through procedures internal to that institution. In cases across institutions, 

procedures from either institution can be used. When complaints arise within the EDRC team 

or related to EDRC work, EDRC management may be involved in advising on procedure. 

Responsibility will lie with the EDRC directors, and relevant staff from affected institutions. 

Beyond formal complaints procedures, we will work to create a culture that seeks to minimise 

these issues and enable people to come forward with any problems or queries that they have. 

Wherever possible, those affected by decisions will be consulted or involved in the decision-

making process. 

We will support the active interrogation of biases by regularly sharing resources and training 

opportunities and encouraging uptake. We will expect more senior staff to lead by example in 

this regard, so it is not only more junior or equity-seeking staff taking part in such activities. 
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Actions 

• Training: Provide training opportunities to EDRC team members to enhance their 

understanding of biases and diversity issues and encourage uptake of these 

opportunities. 

KPIs 

• KPI: Attendance at EDI training opportunities 

• KPI: Positive outcomes for staff satisfaction collected via Annual EDI survey. 

 

3. Working practices 

 

Inclusive working practices allows all colleagues to contribute to the best of their ability. 

We define working practices as the established methods, procedures, behaviours, and 

routines that individuals and EDRC follow in day-to-day activity. These practices encompass 

how tasks are performed, how time is managed, and how people interact in a work 

environment. As an employer we have a duty under the Equality Act 20109 to make reasonable 

adjustments where a disabled member of staff (or job applicant) is put at a substantial 

disadvantage compared to others, by the application of a ‘provision, criteria or practice’. We 

believe that the requirements of the Equality Act are a minimum requirement. 

As a centre, we recognise that people may have caring responsibilities, have health conditions 

or disabilities that affect work, or work part time and/or hold roles with other projects. This may 

mean that people undertake EDRC work outside of typical 9-5 hours. However, we do not 

expect anyone to undertake works or respond to emails outside of 9-5. To accommodate 

individual circumstances as far as possible and reasonable, we will consult with EDRC staff 

about preferred working practices within the first year of EDRC. Several measures that we 

expect to implement are, but not limited to: establishing core times that all centre wide 

meetings will take place within; creating an internal events calendar to share information about 

our upcoming events and meetings with the EDRC members as early as possible; where 

possible, offering good quality remote attendance options that allow for active participation; 

 
9 Equality Act 2010: https://www.gov.uk/guidance/equality-act-2010-guidance  

https://www.gov.uk/guidance/equality-act-2010-guidance
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making minutes and materials from meetings available online through teams for those who 

cannot attend.  

EDRC is committed to the principle of collaboration and consultation to make the Centre truly 

inclusive. To ensure our working practices are appropriate and effective, we will develop 

mechanisms that allow individuals to give feedback on the Centre’s and the themes’ working 

practices, making sure any feedback is duly considered and acted upon if necessary. Our 

approach is to say yes to requests unless there is genuine business need to say no. We value 

the crucial contribution of our networks in sharing their voice to help shape policy and 

procedures which supports all our staff and ensures we meet our goals. Feedback will be 

collated by the EDI lead Qadrdan and Senior Operations Manager, who will then take this to 

the EDRC Leadership Team. 

Actions  

• Through our annual EDI surveys, we will consult with EDRC staff and collect 

feedback about access needs and preferred working practices.  

KPIs 

• KPI: Satisfaction about the working practices promoted and implemented in EDRC, 

collected via Annual EDI survey. 

 

4. Recruitment 

During the EDRC formation, the team selection was undertaken according to our EDI 

principles. The Energy Demand Research Champions (Martiskainen and Walker) created an 

open call for Co-investigators (Co-I) and Researcher Co-investigators (RCo-I). The 

applications were anonymised and then shortlisted by a panel of the two Champions, two 

CREDS Advisory Board members, one academic (Chief Scientific Advisor to a Government 

department) and two industry and public sector representatives. We received 73 Co-I 

applications (48M:25F) from a diverse population with reasonable balance of gender and 

ethnicity. An anonymised process was chosen to reduce the potential for bias in the review 

process. 15 Co-Is were selected (7M:8F) from 11 institutions. The RCo-I call was a lighter 

touch process, since according to UKRI rules, RCo-Is were only eligible from institutions which 

had a Co-I. The RCo-I call was included to increase transparency of career opportunities for 
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ECRs and to better enable their involvement in the proposal writing activities. Co-Is from the 

relevant institutions and themes were involved in the RCo-I shortlisting, and these applications 

were also anonymised. We received 40 RCo-I applications (19M:21F), shortlisted 12 (7M:5F) 

and selected 7 (4M:3F). 

Moving forward, EDRC is committed to maintaining and improving the diversity of the people 

involved in the centre. This will be achieved through embedding EDI principles in the whole 

cycle of recruiting staff, researchers and students, i.e., job description, job advertisement, 

shortlisting, interview and selection. We recognise that the participating institutions have their 

own rules and regulations for recruitment, therefore as a consortium, we cannot enforce EDI 

in recruitment at our participating institutions. However, we aim to share the best practice and 

encourage our investigators to follow them as far as they are compliant with the local rules.  

Actions 

The following are recommendations to the partner institutions on recruitment: 

• Job description: Include an EDI statement to encourage applications from under-

represented groups; refer to the EDRC’s EDI plan relevant to flexible working and 

support available for career development10. 

• Job advertisement: Advertise job opportunities as widely as possible to reach 

diverse groups. 

• Shortlisting, interview and selection: Ensure that all staff involved with recruitment 

and selection have undertaken EDI and unconscious bias trainings; ensure that 

appointment panels are diverse (e.g., in gender and ethnicity). 

KPIs 

• KPI: Diversity of EDRC members and how this has improved over time, as collected 

via the EDI Annual survey.   

4. Career Development 

 
10 Recruitment practice: towards equity in process and outcomes within research: 
https://www.creds.ac.uk/recruitment-practice-towards-equity-in-process-and-outcomes-within-
research/  

https://www.creds.ac.uk/recruitment-practice-towards-equity-in-process-and-outcomes-within-research/
https://www.creds.ac.uk/recruitment-practice-towards-equity-in-process-and-outcomes-within-research/
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ECRs and researchers from underrepresented groups face disproportionate challenges in 

terms of career progression, including greater risk of precarity. We use UKRI’s definition of 

ECR11 that includes PhD students, postdoctoral researchers and lecturers eligible for applying 

to the UKRI’s New Investigator Grant.  

We want to ensure the needs of ECR’s, and underrepresented groups are recognised 

throughout the centre’s activities, and that opportunities to support career progression are 

maximised. We will build on the substantial work by CREDS and other energy research 

consortia in supporting ECR’s whilst reflecting the specific needs and concerns of current 

EDRC members. To do this, we will establish an ECR committee to provide ECR’s with a voice 

as well as steering the hubs ECR initiatives. We will also actively look to engage with other 

research consortia’s ECR initiatives to maximise impact. Consortia we will look to work with 

include but are not limited to HI-ACT, UK-HyRES, UKERC, the various Supergen initiatives, 

and initiatives within partner universities.  

We will engage directly with ECR’s within EDRC to establish areas/issues that we should 

prioritise in terms of support, as well as gain their perspectives on proposed initiatives. We will 

do this through self-report surveys and direct consultation on an annual basis. We will then 

look to arrange a series of training events/initiatives in response to areas which have been 

raised in the surveys. We will look to learnings from other hubs’ ECR related activities; for 

example, the UKERC summer schools. In addition, we will look provide mentoring options for 

ECR’s who would find this beneficial and look to tailor their mentor according to the individual's 

preferences. We will also signpost interested ECR’s to relevant support groups such as 

WISER (Women and Inclusivity in Sustainable Energy Research Network)12.  

To improve career and skill development of ECR’s, where possible, the centre will encourage 

and provide ECR’s with opportunities to present and attend conferences and other academic 

events. We will also look to build on these skills internally by giving space for ECR’s to present 

on their work within the centre. 

Actions 

 
11 UKRI – Early Career Researchers: https://www.ukri.org/what-we-do/developing-people-and-
skills/esrc/early-career-researchers/  
12 Women and Inclusivity in Sustainable Energy Research Network: https://wseresearch.com/  

https://www.ukri.org/what-we-do/developing-people-and-skills/esrc/early-career-researchers/
https://www.ukri.org/what-we-do/developing-people-and-skills/esrc/early-career-researchers/
https://wseresearch.com/
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• ECR support plan: We will consult with ECRs within EDRC to better understand the 

kinds of precarity being faced, and to identify priority areas for support and training 

within the first year of the centre. We will then develop and implement an ECR 

support plan. 

• Engaging EDRC PhD students: We will identify effective ways to ensure that EDRC 

doctoral students can engage with the centre’s activities and are provided with 

networking opportunities.  

• Working with other Centres: We will establish links with other UKRI-funded 

programmes and evaluate opportunities for running joint summer schools, writing 

retreat, fellowship application training etc. 

KPIs 

• KPI: Monitor EDI statistics of Flexible Fund applicants and recipients to evaluate the 

accessibility of the scheme for ECRs and underrepresented groups. 

• KPI: Annual survey of ECRs and those from underrepresented groups identifies that 

they are satisfied with the level of support provided to them through EDRC. 

• KPI: Number of joint ECR-targeted events, and EDI statistics of attendees and 

speakers at these events. 

 

5. Flexible Fund 

We wish to embed issues of equality, equity, diversity and inclusion in the EDRC Flexible Fund 

process. To achieve this, we will run dedicated guidance sessions for ECRs on how to apply 

to the EDRC Flexible Fund (at least three months before the deadline for the first Flexible 

Fund round). We will also ensure that a proportion of funding for any given scheme is 

dedicated to supporting the work of ECRs and underrepresented communities. We will monitor 

the EDI characteristics of applicants and recipients to iteratively adapt the scheme to ensure 

its accessibility. All staff involved in the selection process will also be asked to undertake 

unconscious bias training. We will also encourage Flexible Fund applicants to use tools such 
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as The EDI Cube13 developed by CREDS. We will track the progress on inclusive Flexible 

Fund practices through our KPIs. 

Actions 

• Flexible Fund process: The EDI Champion will be part of EDRC’s Flexible Fund 

processes and decisions.  

• Training: We will provide guidance sessions on Flexible Fund application. 

• Promotion: Flexible Fund opportunities for the wider community shall be widely 

promoted through our mailing list, and through connected projects such as UKERC, 

HI-ACT, IDRIC and other UKRI energy investments.  

• Call deadlines: The timing of Flexible Fund calls shall be considerate of part time 

working, and of periods of religious and school holidays.  

• Peer review: Any peer review of applications shall be done using a diverse panel 

with respect to gender, ethnicity and career stage. 

• Anonymity: To avoid selection bias, some parts of the Flexible Fund will use 

anonymised applications.  

KPIs 

• KPI: Percentage of applications with lead and team members from protected 

characteristic groups  

• KPI: Percentage of funded projects with lead and team members from protected 

characteristic groups  

• KPI: Percentage of peer review panel from protected characteristic groups  

 

 

6. Communications and Events 

Ensuring that our Centre’s communications and events are both accessible and inclusive 

enables both internal and external actors to contribute to the best of their ability. To increase 

 
13 The EDI cube: A tool for project design, evaluation and teaching 
https://www.creds.ac.uk/the-edi-cube/  

https://www.creds.ac.uk/the-edi-cube/
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efficiency and effectiveness in the use of public funding for knowledge exchange (KE) and to 

further a culture of continuous improvement within and between universities and research 

Centres, EDRC is committed to furthering collaboration opportunities and sharing appropriate 

research outputs wherever possible. 

Actions 

We will ensure that equality, diversity and inclusion are considered in internal and external 

communications including: 

• Website accessibility: Ensure that all parts of our website meet the current 

guidance for accessibility and reassessing this regularly so that improvements can be 

made as technology improves. 

• Inclusive language: The Centre should always aim to use inclusive language14. 

EDRC will provide ongoing training to ensure that members are taught about/how to 

use inclusive language, to promote better internal communications. 

• Use of images: Ensure that stock images and video used across our outputs are 

appropriate, inclusive, and represent the diversity of the UK population.  

We will ensure that the events we organise are inclusive and in line with our EDI aims by:  

• Accessibility: Ensure that the venues we use, dates of the events and programmes 

we set can accommodate participants and speakers with access needs, and/or 

caring responsibilities.  

• Remote attendance: Provide good quality remote attendance options for those who 

cannot attend in person. 

• Availability of event materials: Circulate slides, video or materials (where 

appropriate) after the event. 

• Representative speakers: Make every effort to ensure that our speakers represent 

the diversity of the UK population and that topics are presented in an appropriate and 

inclusive manner. 

 
14 CREDS' Inclusive language guide: https://www.creds.ac.uk/inclusive-language-guide/  

https://www.creds.ac.uk/inclusive-language-guide/
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• Hear diverse voices: Ensure that chairs and facilitators understand the role they 

play in ensuring that a variety of perspectives can be presented. 

KPIs 

• KPI: Feedback from participants in our events and stakeholders/ researchers we 

interact with. 

• KPI: EDI statistics of event speakers and audience. 

• KPI: Blogs, podcast, events and other activities to celebrate diversity  

 

7. Summary 

EDRC aims to be a Centre which puts people at the heart of it, engaging widely with a range 

of researchers and stakeholders. We have embedded EDI in our research programme from 

the Centre’s development phase. We seek to ensure that with continues monitoring, surveying 

and listening we can improve the EDI outcomes from our programme. This EDI Plan will be 

reviewed and updated annually based on feedback from the EDI survey, KPIs and EDI 

questionnaire.   

This version has been updated based on feedback from both internal and external reviewers. 

It reflects refinements in our approach to monitoring and engagement, ensuring that our EDI 

strategy remains responsive and inclusive.  


