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• 

• 

building trust from our practical, evidence-based 
approach

Grounded

through exploring differences and welcoming 
them, we promote justice and respect

Inclusive

good things emerge from our approach -
people and system grow

Nourishing
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EDI 
Outcomes

Values Based

Diverse and 
Inclusive 

P&P 

Robust Data
Diverse 

Governance

Inclusive 
Employer of 

Choice



THEME OBJECTIVE HOW  

Policy and Procedure 
Review 

Plan and conduct a 
comprehensive review of 
existing policies and 
procedures to ensure 
alignment with organisational 
values and EDI principles and 
inclusion and integrate 
references to EDI and our 
values 

- EDI Policy – under review 
- New Fertility Treatment Policy & 

Procedure approved and implemented. 
- New Menopause and Menstruation 

Policy approved and implemented.  
- New Gender Reassignment Policy and 

Procedure – to be written  
- Bereavement Policy being drafted 
- Review relevant policies and procedures 

using the equality impact assessment tool 
(EIA). Through a rigorous editing lens, 
review the content of these policies to 
ensure fair and equitable treatment for 
all colleagues. 

Training and 
Development 

Design and deliver EDI and 
values/culture training for all 
colleagues, Trustees and 
Committee members taking in 
consideration the diverse 
scope of roles we have in the 
organisation and how to cater 
for inclusive language. 

 

- Review and improve mandatory EDI 
Training including for Induction  

- Mental Health for managers (delivered) 
- Mental Health training for colleagues 

(delivered) 
- Financial wellbeing for colleagues 

(delivered) 
- Website resource created for financial 

wellbeing information and resources 
(delivered) 

- Pension Planning (delivered) 
- Specific modules to expand on EDI 

Training (E.g. Neurodiversity Awareness 
Sessions, Unconscious bias, etc.) 

- Supporting informal learning 
opportunities that promotes an EDI 
approach to the way we work 
(shadowing, mentoring, buddy scheme 
for new starters, etc.) 

Management training and 
coaching 

 

- PDR Training for Managers – 
comprehensive cover of our values and 
EDI approach (delivered) 

- “The Role of the Line Manager” training 
to include EDI approach 

- Train the Trainer: Build in EDI Approach  
- Ongoing People Business Partners 

support and coaching for managers 
including on EDI matters 

- L&D offer to align with EDI principles 

Scope out potential training 
modules to support Project 
Managers and other roles 
with an external stakeholder 
remit. 

- Training on equality impact assessments, 
inclusive project design, ,stakeholder 
engagement and communication 
strategies 



Inclusive Forums and 
Networks 

Review the Inclusion Action 
Group plan for 2024/2025 and 
relaunch networks and 
support groups with clear 
purposes. 

- New Inclusion Action Group agenda for 
2024/2025  

- Relaunch networks and support groups 
(delivered) 

- LINK EDI Group (strengthen partnership) 

EDI Data Collection 
and Reporting 

Promote EDI data collection 
and communicate the 
rationale behind encouraging 
disclosures and non-
anonymous reporting. 

- Collating data for RACE Report (annually) 
- Broaden diversity reporting to include all 

protected characteristics as well as 
others 

- Develop a clear rationale and 
communications around the reasons for 
collection and promoting colleague 
diversity data disclosure 

- Scope out diversity data collection for 
external stakeholders 

Recruitment Process 
Review 

Review the recruitment 
process to identify and 
address barriers to inclusivity, 
including website 
information, application 
forms, and interview 
practices. 

- Colleague Forums and Support Networks 
input and feedback on the recruitment 
process and system. 

- Bristol Future Talent Work Experience 
input and feedback 

- Job Description and Person Specification 
template review and guidance 

- Blue Octopus (recruitment system) 
further guidance  

- Scope out diverse recruitment sources 
- Other recruitment support guidance 

being developed (including guidance on 
how to attract more diverse candidates 
and focus on a more inclusive selection 
process) 

Employer Branding To develop, evolve and 
promote our culture and 
values internally and 
externally as our Employer 
Brand - Recruitment strategy 
developed, incorporating best 
practice EDI, new brand and 
innovative approach to attract 
talented candidates from a 
broad pool recognising why 
people want to work for us 
and promoting our culture 
and values. 

- Supporting commitment to demonstrate 
inclusive recruitment and workplace 
inclusion through membership of 
employer schemes which promote 
inclusivity (e.g. disability confident, 
mindful employer, neurodiversity smart)  

- To promote, communicate and embed 
our values internally to ensure our 
colleagues know what behaviours are 
expected from them (E.g. Soil Diversity 
News – EDI dedicated internal 
newsletter)   

Diversity Initiatives Develop and roll out diversity 
initiatives, such as Green 
Interns programmes and 
other work experience 
initiatives, to support diverse 
community links and skills 
development. 

- Strengthen Bristol Future Talent 
Partnership (work experience for 
students from black and minority ethnic 
backgrounds) 

- Relaunch Green Skills Interns (UWE 
programme that particularly encourages 
applications from Black, Asian and 
ethnically diverse young people) 

- Scoping internship funding:  
Bristol University Internship (Funding 
opportunity for low income students to 



access internships), Leonard Cheshire 
Foundation Internships (Funding for 
people with disabilities) and Ambitious 
About Autism (Work Experience 
placements for those with neurodiversity 
conditions) 

Governance Board 
Diversity 

Develop strategies to increase 
diversity on governance 
boards 

- Setting up a Youth Advisory Board 
- Co-opting committee members from 

diverse backgrounds  
- Work with specialist advisory groups to 

source quality diverse candidates for 
coopted and trustee positions 

- Support governance bodies to identify 

barriers to increase diversity 

- Actively promote the work of the 

Trustees through existing channels to 

open the awareness and opportunity to 

SA supporters 

- Collaborate with other charity partners in 
promoting trustee opportunities (E.g. 
Through LINK) 

 

Action Plan 

 

Year 1

•Establish baseline metrics to measure progress and success including KPI's and other 
metrics

•Begin implementation of the EDI strategy

•Developing further our EDI training offer to raise awareness and understanding

Year 2

•Monitor progress closely and make necessary adjustments to the action plan based on 
feedback and evolving needs. 

•Conduct regular evaluations to assess the effectiveness of EDI initiatives and identify 
areas for further improvement.

Year 3

•Continue to execute the EDI strategy, emphasizing continuous improvement and 
inclusivity in all aspects of the organisation. 

•Celebrate successes and milestones achieved in advancing EDI within the organisation. 

•Developing new outcomes and objectives for the EDI strategy beyond the initial three-
year timeline, building on previous achievments to continue to develop and inclusive 
culture.
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