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What protections can be put in place to support
minoritised staff working in EDI in UK HE

Minoritised staff working in EDI (Equality, Diversity and Inclusion) within UK HE are
exhausted, disillusioned and disempowered as a result of how their work is intricately
entwined with their identities. This EDI framework outlines three main issues and provides
recommendalions on how each of these can be lackled,

Issue #1
There is an increased risk of emotional exhaustion and burnout due to the personal
nature of EDI work for minoritised staff

For a couple of years, it really affected my
mental health, my stress levels, because it
was a conflict in identity, so | think it would
affect [sic]...it would play on my mind..would
affect whether | wanted to meet up with
certain colleagues or not. It was very
detrimental to my mental health

“What about safeguarding me like you've
got aresearcher who's got lived
experience of mental health, who's
disabled, who's Lgbtq plus, who's working
with these young people talking about
these themes like, what about my
safeguarding as well like?

What can be done?

Development of a policy of reparative rest which

mandates ‘rest’ periods for mental breaks from the
impact of EDI roles on minoritised staff.

Mandated access to culturally competent wellbeing
support can be integrated as a requirement of
engaging in EDI-related work. This could be funded by
the institution in order to overcome feelings of distrust
that currently exists among minoritised staff working in
EDI. Such access will also provide official recognition
that institutions fully understand the intense emotional ¢
impact that is a uniquely minoritised staff experience.
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Issue#2
In the absence of community, minoritised staff report ever-increasing isolation as they feel

consistently misunderstood by their colleagues and eventually adopt what they term
‘coerced silence’ in order to avoid being seen as ‘problematic’

So when it does happen, you do see that it
might be having an impact on your mental
health. So you...you speak to the..you rely
on the social supports that you have [sicl.
One needs like-minded people to come on
board to support, and anytime that one
feels like, oh, it's the end of the road for me,
it's never the end of the road for you,
because you're not alone

I would find it incredibly isolating if | was just
doing all this work on my own and | was leading
in the research space or in the education
space. | wouldn't find it isolating, it's the fact
that this work is emotionally, quite
burdensome [sicl. And even the other, my
other co-director, said the exact same thing.
They said they wouldn't want to do this role on

their own, because it's so isolating. You're
always a person who's like looking like you're
the problem

Wh n ne?

Develop community-focused EDI support which brings together minoritised staff
working within EDI across different HEIs to counteract the overwhelming nature of
independent EDI working. This can include:
EDI forums: where difficult situations can be openly
discussed. These forums can form part of an online
support hub/collective which serves to support its
members (with topics and conversations held in

\\" - o
. L O _ [—0 private) and encourage cross-institution membership.
n

]O =" EDI mentorship schemes: which mandate
connecting newer minoritised staff with more senior
< N minoritised staff working in EDI.

EDI networking events: which enable staff

" members to advertise the work they are doing and
foster partnerships across HEIs. This will tackle the
limited impact that tends to erode staff members’
wellbeing, especially if those outside of the EDI work
space (and with some institutional clout) are in
attendance.
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Issue#3

The lack of recognition for ‘hidden’ labour and a support system that is often impermanent and
unreliable leaves minoritised staff feeling undervalued and worthless

I think that, with the work on EDI,
itis important that people are
compensated for their
contributions. Oftentimes we're
asked to do this work in addition
to our contractual work, and
there's very little recognition

And so it's like, you know, | talk a lot about it being us that have to
do the emotional labor right, and that our work will never be
separated from our emotional labor, because it's part and parcel
of it. But there’s just still1 still just haven't found the words that
actually describe it. What it is. It's like every time | talk to people
about why EDI is important it’s like me, justifying why | should be
alive [sic]. Do you know like that's what it feels like. It's why |
should be seen. Why I'm here. The words I'm saying are EDI is
important because it benefits everybody. But the words I'm
actually saying are like ‘See me’. Exactly like, I'm just a little child
who doesn't feel like safe, and they don't feel like they belong. And
I don't want you to make me feel this way anymore. Do you know
what | mean? Like? And and | don't think that's yeah. | don't see
how that could ever be separate [sic]

A form of regular recognition can be put in place which not only heralds the work
done within EDI but provides consistent upskilling opportunities. This can include:

Monthly EDI ‘spotlights’ within HE newsletters
which could have some form of formal recognition
and/or compensation attached such as access to EDI
skill development workshops of the employees’ choice.

Recognition could be given to different categories
of EDI work e.g. ‘grassroots advocacy’; ‘policy
change’; etc.

Standardised practices which recognise the unigue
weight associated with EDI work for minoritised staff
such as: (1) inputting EDI into staff workloads; (2)
making job sharing a norm for high-level EDI roles
(where a minoritised staff member shares the role with
a majority-identity staff member); (3) enabling ‘buyout’
opportunities for all staff who take on demanding EDI
roles
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