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This has been an exciting year for the 
Centre as we move into a new, and 
more autonomous, role becoming  
the University’s department for 
diversity & inclusion. 

Our mission remains unchanged, 
however, as we continue to strive  
for inclusive excellence at all levels 
of the institution, and advance new 
research ideas, unconstrained by 
disciplinary boundaries.

Our interdisciplinary research 
continues to explore issues of, 
and connections between, gender, 
ethnicity, sexuality, class and 
disability, and our core commitment  
to facilitate and develop research  
that focuses on the fundamental 
issues facing society today,  
remains unaltered. 

At the beginning of the year, we 
welcomed two new members of staff 
to the Centre. We are delighted that 
Professor Abigail Powell has joined 
us from the University of New South 
Wales, Australia, taking up a new 
position as Director of Research. 
Abigail will be working with staff in 
the Centre to develop our research 
portfolio. We are equally delighted 
to welcome Alison Mitchell, formerly 
Director of Development at Vitae. 
Alison joins us in an exciting new role 
as Director of Inclusive Development, 
and will be working on our university-
wide EDI priorities, creating diverse 
and inclusive environments, 
communities and working practices. 

This year also marks another 
great milestone (or maybe two) – 
establishing new research degree 
programmes in Equality, Diversity & 

Inclusion (MA and PhD) and enrolling 
our first cohort of research students.  
A fabulous bunch of students with 
such great and diverse research ideas. 
You have truly made us complete.

I hope that the EGC’s work will 
continue to grow over the coming 
months and years, and that 
we continue to encourage and 
facilitate open discussion around 
EDI challenges, drive changes in 
policy and practice (informed by 
our research) and assist in forging 
collaborative links. We strongly believe 
that by creating links with people 
with shared interests, responsibilities 
and pressures, new opportunities 
will be realised, and safe spaces, 
support, and advice better provided 
for marginalised individuals and 
underrepresented groups. 

Professor Belinda Colston is Head 
and Founding Director of the Eleanor 
Glanville Centre and Professor of 
Analytical Chemistry and Cultural 
Heritage at the University of Lincoln 
(UK). Belinda has been the strategic 
lead for gender equality at the 
University of Lincoln since 2012, 
assessing best practice, and 

developing a range of sector-
leading initiatives for the support 
and sustained career development 
of female academics in STEMM 
disciplines. She specialises in the 
development and evaluation of EDI 
strategies and interventions, and their 
impact across the sector.

Belinda is an established research 
leader, PhD programme director, 
facilitator of large multi-centre and 
multi-disciplinary collaborative 
research projects, and an experienced 
team builder, combining science and 
social sciences research, and taking 
high level scientific research into the 
community through the heritage sector. 

Welcome
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Professor Belinda Colston
Head and Founding Director
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Professor Abigail Powell is Professor 
of Sociology and Social Policy at 
the University of Lincoln (UK), where 
she holds positions in the Eleanor 
Glanville Centre and as Consultancy 
Lead in the College of Social Science. 
As Director of Research, Abigail 
is responsible for the strategic 
development and sustainability  
of research within the Centre.

Abigail’s research is underpinned 
by her passion for social justice 

and equality. She is an expert in the 
gender division of labour (in the home 
and workplace), with a particular 
focus on gender in male-dominated 
occupations, youth studies, financial 
wellbeing and complex evaluation 
and impact measurement. 

Abigail has published widely in 
sociology, social policy, management 
and industrial relations journals, as 
well as translating research findings 
for a range of audiences, including 

academics, policy-makers and the 
public. She has strong leadership and 
relationship management skills and 
is an experienced project manager 
and mentor. Abigail is a mixed 
method researcher with expertise in 
quantitative and qualitative research 
methods and analysis.

Alison Mitchell is an internationally-
recognised consultant working 
with senior executives, funders and 
research leaders, in organisational 
capacity building, transformational 
change and talent development, 
focusing on equality, diversity & 
inclusion in different research cultural 
contexts. She holds professional 
qualifications in management and 
executive coaching, and enjoys 
developing leaders, individuals 
and teams, encouraging a systems 
approach to cultural change. 
Throughout her career, she has 
worked at senior level with a wide 
spectrum of education, business and 
Government agencies, maintaining 
a strong commitment to enhancing 
opportunities for all in education, 
research, science and innovation.

Following a successful career in 
different universities, recognised 
as a Fellow of the Association of 
University Administrators, Alison 
became Director of Development 
for Vitae/CRAC, a non-profit 
educational charity, leading major 
national programmes for UK 
Research Councils and funders. The 
programmes involved accelerating 
the rise of researcher developers as a 
professional group, building networks 
for collaboration, and co-creating 
innovative training approaches and 
resources. The outcomes established 
researcher development in UK 
universities and positioned the UK 
as world leading in progressive 
professional development for 
researchers at all career stages. 
Taking an international perspective 

on developing the next generation 
of researchers to meet global 
challenges, Alison has facilitated 
institutional capacity building in 
Africa, Australasia, South East Asia, 
North America, and Europe, working 
with research leaders and institutional 
champions, regional and national 
bodies, and research funders. As 
Director of Inclusive Development, 
Alison is responsible for the strategic 
development of inclusive practices.

Leila Lamoureux 
Project Officer

Leila Lamoureux coordinates much 
of the operational business of the 
Centre. She facilitates our events, 
from focus groups to international 
conferences, our training and  
support programmes, and builds  
our networks through staff and 
student engagement, and across  
the wider community. 

Leila is currently studying for a 
Masters by Research in  
Experimental Psychology, with a 
keen interest in stereotype threat in 
children, in both literacy and STEM 
(science, technology, engineering  
and mathematics).

Professor 
Abigail Powell

Alison 
Mitchell

Director of Research Director of Inclusive Development

Dr Nicole Fielding
Project Manager

Dr Nicole Fielding manages many of 
the equality initiatives run through 
the Centre, and facilitates the 
development of new interdisciplinary 
research through our Research 
Roundtable Programme. She 
coordinates our Athena SWAN 
community, and provides expert 
guidance and support for all of 
our Athena SWAN applications, 
university-wide. 

Nicole is a keen advocate of 
promoting early science engagement 
through hands-on activities that are 
both challenging and fun, and is co-
founder of the Newton Academy –  
the Science Club for Girls. 

EL E A N OR GL A N V I L L E  C E N T R E
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Research Fellows Affiliated staff
Dr Mariana Pinho

Dr Udeni Salmon

Dr Mariana Pinho obtained her 
PhD in Psychology from the 
University of Lincoln, where she 
focused on caregiving fathers and 
breadwinning mothers, analysing 
division of work and family roles, 
sexism and gender ideologies,  
and work-life balance related 
issues. During her PhD, she  
worked as a Graduate Teaching 
Assistant for the School of 
Psychology and has collaborated 
in research projects related to the 
concept of masculinity in the UK, 
and has carried out policy analysis 
and impact assessment of a  
variety of projects for the  
European Commission. 

Her research interests include 
EDI practices and strategies 
in Research Performing 
Organisations and their impact  
on organisational culture  
change, and the application  
of social psychological theories  
to the study of gender, families  
and employment.

Together with the wider research 
team, Mariana’s research is 
currently focused on the EPSRC-
funded Inclusion Matters ASPIRE 
programme, reviewing EDI 
challenges and interventions and 
developing a new EDI impact 
framework to measure genuine 
and meaningful changes in attitude 
and behaviour.

Dr Udeni Salmon holds an MA (Joint 
Hons) in English and Russian from 
the University of Oxford, an MSc 
in Computation from the University 
of Manchester, a PhD from the 
University of Salford Business 
School, and an MBA from the Open 
University. Her research interests are 
concerned with how power manifests 
itself in organisational relationships, 
using intersectionality, critical race 
theory, black feminist theory and 
Pierre Bourdieu’s ‘thinking tools’,  

to theoretically inform her work.  
She writes in the areas of family firms, 
entrepreneurship, innovation, and 
modern slavery. 

Udeni’s research is currently focused 
on the EPSRC-funded Inclusion 
Matters ASPIRE programme, 
leading stakeholder engagement 
(through focus groups and structured 
interviews) to build an understanding 
of intersectional discrimination, and 
the challenges and ‘solutions’ in 
STEMM research environments.

Lucie is a 
specialist in 
the fields of 
contemporary 
women’s writing, 
the literary 
fantastic and the 

Gothic. Her current research interest 
on contemporary women’s writing 
focuses on fear and the relationship 
between women and public or open 
spaces. Lucie is the EGC Director for 
the College of Arts.

Graham has 
published 
extensively in 
the causes of 
disease and poor 
health, and at the 
moment focuses 

on the consequences of good 
and poor sleep on metabolic and 
cardiovascular health. He now chairs 
the College EDI Committee, and is 
the EGC Director for the College of 
Social Science.

Professor  
Lucie Armitt
Professor in Contemporary  
English Literature

Professor  
Graham Law
Professor in Medical Statistics, 
College of Social Science

Ben has over 15 
years’ experience 
as a HR and EDI 
practitioner within 
the construction, 
finance and  
HE sectors.

His work has focused on developing 
tools and strategies to help 
organisations best support their 
employees and provide solutions to 
complex EDI challenges. His passion 
in equalities, combined with practical 
knowledge of human relations, 
has been central to the successful 
delivery of EDI initiatives.

Ben’s interests lie in race/ethnic 
relations and how they are addressed 
in developing inclusive organisations.

Ben Anim
Head of Equality, Diversity  
& Inclusion (HR)

Professor 
Stephen McKay 
is a Distinguished 
Professor in 
Social Research 
in the School of 
Social & Political 

Sciences. He specialises in social 
research; inequality; family policy; 
quantitative methods; social security 
and pensions. 

Professor Stephen 
McKay
Distinguished Professor in  
Social Research, School of  
Social & Political Sciences

7

Julie is an impact 
specialist and 
Chartered Health 
Psychologist. 
An applied 
researcher in 
behaviour change 

interventions since 2003, she now 
combines academic research, impact 
management and training to develop 
impact literacy across the research 
environment. Julie is the EGC 
Director of Impact.

Dr Julie Bayley
Director of Research Impact 
Development, University of Lincoln

Mini joined 
the University 
in September 
2019 and leads 
the Industrial 
Digitalisation 
and System 

Intelligence (IDSI) research group 
within the School of Engineering. 
She is Chair of the College EDI 
Committee, and EGC Director for the 
College of Science.

Professor  
Mini C. Saaj
Global Chair in  
Robotic Engineering

EL E A N OR GL A N V I L L E  C E N T R E
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Rebecca Brunk
Research student, EPSRC Inclusion Matters ASPIRE Programme

Shirleena Celestine
PhD candidate

Cameron Jackson
PhD candidate

Sue Liburd MBE
PhD candidate 

Gail Parminter
PhD candidate 

Musiiwa (Moss) Takavarasha
MA by Research candidate

Sophie Carter
MA by Research candidate

Rebecca Brunk is a research 
student on the EPSRC Inclusion 
Matters ASPIRE Programme. 
She was awarded an MA in 
Organizational Behaviour from 
the University of Leeds, with a 
thesis on the influence of inclusive 
leadership on organizational 

culture, analysing the impact it has on women and 
LGBTQ+ employees from a cross cultural UK-US 
perspective. Prior to that, she graduated from Michigan 
State University with a BSc in Neuroscience and a BSc in 
Psychology. She was published in Neuropharmacology in 

2017 for her behavioural science research on identifying 
the neurobiological timeline of symptoms for addiction and 
depression in response to trauma. She has collaborated 
on projects related to health physiology, workplace 
behaviour, social connectivity, stress and emotional 
regulation, and most recently has been involved in the 
preservation of oral histories from LGBTQ+ people across 
West Yorkshire. She was a TEDx speaker in 2015, and 
has organised multiple conferences, taught workshops 
and facilitated conversations on the impact of diversity & 
inclusion. 

Shirleena holds a bachelor’s degree 
in Sociology from the University of 
Sheffield. Her research interests 
are centred on the implications of 
intersectionality for Black Women 
within the labour market, inspired 
by the popularised understanding 
of intersectionality − the additional 

discrimination that black women are faced with has driven 
the narrative that they must choose one or the other 
‘identity’, rather than both. Historically, the construction of 
blackness has been used as a means of sourcing under 
or wholly unpaid labour, rationalised by an attribution 
of ‘blacks’ biological inferiority. Although research has 
provided evidence that has contradicted these notions 
of superiority or inferiority of a given race, it is this 
discrimination that still manifests within the workplace 
culture. In order for the labour market to produce policies 
that adopt equality, diversity & inclusion, it must first 
understand how we choose to identify, and how acts of 
discrimination can impact our identity.

Cameron Holds a BFA in Theatre 
from New York University and MFA 
in Theatre from The University of 
Alabama. Following a successful 
career in professional theatre, 
and recognised as a fellow of the 
National Theatre conference, he 
has held leadership and teaching 

posts at four major universities spanning the last 25 years. 
His research interests are concerned with inclusion in 
the performing arts, resulting from unconscious bias 
— particularly the impact on casting, representation, 
audience development and organisational effectiveness 
in commercial theatre. Cameron uses qualitative research 
methods and grounded theory to inform his work. 

Sue champions diversity & 
inclusion in all that she does, 
promoting the importance and 
understanding of intersectionality 
and equality as a driver for 
business success. She was 
awarded an MBE in 2016 in 
recognition for her services to 

Business, Charities and Voluntary organisations. This 
year, she was named among the HERoes 100 Women 
Executives 2020. Her research interests lie in the 
constructive disruption of organisational cultures to create 
healthy inclusive workplaces. Although the business case 
for diversity & inclusion is on the corporate leadership 
agenda, progress has remained stubbornly slow — 
gender, ethnic and cultural disparity is still prevalent in 
complex monolithic organisational cultures. 

With a background in organisational change, HR and OD, 
Sue has been observing the emergence of more fearless 
diversity thinking, and a new generation of influencers 
changing the D&I narrative and asking a different set of 
questions to generate fresh perspectives. In researching 
for her PhD, Sue aims to become a thoughtful contributory 
voice at this new evolving table.

Gail is a Senior Lecturer in 
Creative Advertising at Lincoln. 
With 25 years’ experience as an 
advertising creative, Gail has 
worked at many of London’s top 
advertising agencies including 
Saatchi & Saatchi, Ogilvy and Bates 
Dorland. Her research interests 

are focused around understanding and negotiating the 
gendered nature of creativity in advertising and gendered 
environments on Creative Advertising higher education 
courses. Creative Advertising is a subject discipline that 
attracts a high proportion of female students who often 
leave university unprepared to navigate the complex 
gendered structures of the predominantly male-run 
creative departments of advertising agencies. This is a 
journey towards more gender-awareness and inclusivity 
in creative advertising, so that women are better able to 
influence the construction of creativity and therefore be 
more successful.

Moss is a registered Nurse 
engaged in Transitional Care 
In-reach work in Lincolnshire. He 
is the Chair of the Trust’s Black, 
Asian and Minority Ethnic (BAME) 
Staff Network. The BAME agenda 
became hugely topical in 2020 
— perhaps far more than at any 

other time in recent memory. Brought about mainly by 
the COVID-19 outbreak and its disproportionate impact 
on BAME members of staff, but the death of George 
Floyd, and the subsequent resurgence of the ‘Black 
Lives Matter’ Movement, took the broader issues of 
race and racism to the fore of international, national, 
and local dialogue. Moss’ research explores the issues 
surrounding race, access and belonging during the 
COVID-19 pandemic and beyond.

Sophie has recently graduated from 
the University of Lincoln with a BA 
(Hons) in Sociology. During her 
time at university, she recognised 
a true passion for promoting and 
encouraging equal, diverse and 
inclusive spaces for all individuals 
throughout all aspects of life. 

Her research interests lie predominantly within gender 
inequalities — gender inequalities in education, gendered 
divisions of labour in the home, gender roles within social 
settings, how gender is presented in the media, and how 
ideologies of masculinities impact societal perceptions 
of gender equality. Her undergraduate research 
dissertation explored how contemporary Hollywood 
cinema and the film industry shapes, and is shaped by, 
ideologies of hegemonic masculinity. These research 
findings contributed to the development of Sophie’s 
current research on gender inequalities and ideologies of 
masculinities within higher education.

Research students
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Visiting scholars

Science 
leadership  
for women
Dr Meredith Nash
University of Tasmania

Dr Noora Ronkanien
University of Jyväskylä, Finland

Meredith was the first visiting scholar 
hosted by the EGC. Currently at the 
University of Tasmania, Meredith is 
an interdisciplinary researcher in the 
fields of sociology of gender, health 
sociology, and human geography. Her 
work focuses mainly on the gendered 
body as a way of understanding 
the relationships between people, 
place, politics, and culture. Her 
publication track record includes 
two sole-authored books, one 
edited book, five book chapters, and 
numerous articles in field-leading, 
peer-reviewed journals. Her research 
has informed Australian Government 
and health practice and has received 
international recognition through the 
global media, quotation, and award. 

Meredith’s most significant 
contribution to international 
scholarship has been in the study 
of gender and embodiment using 
pregnancy as a case study. She has 
published extensively in the field 
including one monograph, Making 
‘Postmodern’ Mothers: Pregnant 
Embodiment, Baby Bumps, and Body 
Image (Palgrave Macmillan, 2012), 
that comprehensively examines how 
women negotiate social expectations 
that frame the pregnant body. Her 

edited book Reframing Reproduction: 
Conceived Gendered Experiences 
in Postmodernity, was published in 
2014 by Palgrave Macmillan. She 
has also published research on 
pregnant brides, pregnancy fitness, 
the role of self- photography on 
pregnancy body image, experiences 
of reproductive technology, and 
more recently, family photographs of 
pregnancy and cultural memory. She 
is lead CI on a project funded by the 
Tasmanian Early Years Foundation 
involving collaboration with two state-
wide organisations that explores 
how Tasmanian men experience 
the transition to fatherhood and 
aims to identify men’s educational 
and care needs. She is a CI on a 
Royal Australian College of General 
Practitioners Therapeutic Guidelines 
grant with colleagues at Menzies 
Institute for Medical Research on 
a project that aims to develop an 
evidence-based approach to the 
integration of disease-specific 
guidelines to better manage 
multimorbidity. Meredith is also lead 
CI of a new study, The Tasmanian 
Gym Project, that uses the gym as an 
institutional site to critically examine 
the cultural meanings and social 

consequences of fitness practices 
in Tasmania (funded by the UTAS 
Institute for the Study of  
Social Change).

Meredith’s research is focusing 
on science leadership for women 
through the lens of Homeward 
Bound, a 21 day transformational 
leadership programme for 76 women 
in STEMM fields in Antarctica. She 
is following 25 of the 76 women who 
took part in the inaugural voyage 
as part of a longitudinal study. The 
study uses an intersectional analysis 
framework to examine how categories 
of identity interact with the contexts 
and backgrounds of participants to 
shape and influence their experiences 
of Homeward Bound.

Meredith is examining how these 
women conceptualise ‘successful’ 
leadership, the extent to which the 
adventure-based experiential course 
design facilitates their leadership 
development, how they exercise 
leadership over time, and how women 
make meaning of their Homeward 
Bound experiences and transfer their 
learning from the programme to other 
women post-voyage.

Noora received her PhD from Aarhus 
University in 2015, with a thesis on ‘An 
existential-narrative perspective on career, 
identity and spirituality in sport’. She 
has since held two postdoctoral positions 
(Shanghai Jiao Tong University, China 
and Liverpool John Moores University, 
UK) before commencing her current 
Marie Skłodowska Curie Individual 
Fellowships at University of Jyväskylä, 
Finland. Noora has received Masters 
degrees both in Theology and Sport 
Sciences, and her research on meaning, 
spirituality and religious expressions in 
sport and exercise reflect this academic 
background. In addition, Noora has 
conducted research on various sport 
psychology topics, including gendered 
developmental pathways in sport and 
the intersection of gender and athletic 
identities.

Although sport is habitually promoted 
as an important context for positive 
youth development and learning, 
there is a lack of understanding of 
what learning in sport is and how it 
shapes and is shaped by the learner’s 
identity, values, and socio-cultural 
situatedness. In the MSCA-IF funded 
project ‘Learning and Being in Sport: 
A Phenomenological Investigation’, we 
use the existential theory of education 
and phenomenological methodology 
to conceptualise and study informal 
learning in sport.  

We draw on an existential view on 
learning as meaning-making and 
insight arising from discontinuity 
and use it as a guiding framework 
to conduct empirical research into 
talented athletes’ lived experiences 
of learning in the Nordic context. 
The study is led by Dr Tatiana 
Ryba (University of Jyväskylä) 
in collaboration with Professor 
Jacquelyn Allen-Collinson at  
the University of Lincoln, and 
colleagues at the Norwegian School  
of Sport Sciences and Liverpool  
John Moores University. 

Our research adopts a gendered 
lens and draws on an assumption 
that our being-in-the-world and 
learning experiences are interpreted 
within a matrix of social and cultural 
meanings, providing differing 
resources for thinking, feeling and 
acting for boys/men and girls/
women. Sport, in particular, is 
an institution embedded within 
traditional masculine values and often 
promotes ways of being that conform 
to notions of hegemonic masculinity 
(physically strong, psychologically 
tough, independent, and rational). 
Despite efforts at promoting equity, 
women are still underrepresented in 
sports across the globe and often 
experience a conflict between the 
cultural life scripts for women and the 
values, actions, and types of learning 
promoted in competitive sport.

In the context of our research, it is 
particularly important to recognise 
that women, more often than 
men, struggle with feelings of 
inferiority and lack of confidence in 
sport, which stem from gendered 
cultural resources for learning and 
development. Our study addresses 
gender in the research content by 
recruiting an equal number of young 
women and men in our research 
participants and analysing their 
interviews in regards to gendered 
patterns of meaning. We will seek 
to enhance understanding of the 
impact of culture on producing 
gender differences in youth 
athletes’ experiences, learning and 
development. Via phenomenological 
bracketing, we aim to challenge 
assumptions and presuppositions 
regarding gender in sport. We also 
aim to develop recommendations 
for policy and practice on how to 
support gender equality and improve 
the quality of informal learning in 
and through sport. Key collaborators 
provide a gender balance in our 
research team (two women and 
two men), and Professor Allen-
Collinson specialises in feminist 
phenomenology, and has led the 
Athena SWAN Committee (for gender 
equality) in her department at the 
University of Lincoln.

10
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The project factsheet can be accessed here:  
https://cordis.europa.eu/project/rcn/215044/factsheet/en

Learning and 
being in sport
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Developing 
our research 
environment

Prof Abigail Powell
Director of Research

At the EGC our goal is to deliver 
high quality, high impact research 
that adopts a critical approach 
to issues of equality, diversity & 
inclusion (EDI). To achieve this, 
we will nurture and develop the 
interdisciplinary EDI research 
community within the University 
and beyond.

High quality, high impact research 
about EDI is essential if we want 
to make a difference. This means 
understanding and addressing 
data gaps about the experiences of 
those with protected characteristics 
and building a stronger evidence 
base of what actually works to 
ensure these groups are not only 
included, but enabled to thrive. 
At the EGC we intend to do this 
working across a number of themes 
that include challenging attitudes, 
behaviours, practices, organisational 
and societal barriers; examining 
experiences across the life course; 
and investigating how gender, race, 
disability, sexuality and class interact 
to intersect on those experiences.

Here at the EGC, we are particularly 
passionate about ensuring future 
research and innovation across 
disciplines applies an inclusion 
lens. This means being sensitive 
to and diversifying who conducts 
research, how it is conducted, what it 
produces, for whom it innovates and 
on whom it impacts. This requires 
rethinking research priorities and 
outcomes; language and visual 
representations; standards and 
reference models; concepts and 
theories; and research design, 
including in scientific research where 
EDI may not seem relevant. We will 
be explicit about including race, 
gender, class, sexuality and other 
political theories in an approach 
which bridges critical EDI research 
with developing practical tools for 
organisations to implement. The 
ASPIRE project, described on the 
next page, is one such project. 

In the next year, we will be focusing 
on increasing our external research 
funding, with plans in the pipeline 
for a range of funding proposals; 

fostering collaboration between 
academics (internally and externally 
to the University) and industry, 
including for example, through our 
research roundtable programme 
(see more about this on page 33); 
and making a social, economic 
and cultural impact by ensuring 
our applied research is widely 
disseminated and relevant to a range 
of different stakeholders. 

Watch this space for forthcoming 
research-focused events sharing our 
research findings; evidence-based 
ideas for applying an inclusion lens 
in your research; and methodologies 
for working with women, people 
from black and minority ethnic 
backgrounds, disabled people, 
LGBTQI+ communities and other 
hard-to-reach groups.

T H E  GL A N V I L L E  2 02 0
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Current research

ASPIRE: Advanced 
Strategic Platform 
for Inclusive 
Research 
Environments 
(2019-22)
An innovative approach to 
improving EDI within the 
sector

The Eleanor Glanville Centre was 
awarded over half a million pounds 
of funding by the Engineering 
and Physical Sciences Research 
Council (EPSRC) to improve 
equality, diversity & inclusion (EDI) 
within engineering and physical 
sciences. The project forms part 
of a broader programme of eleven 
projects within EPSRC’s Inclusion 
Matters programme, launched as 
part of the collective approach 
by UK Research and Innovation 
(UKRI) to promote EDI.

The academic research landscape 
has changed enormously since 
the inception of pre-Athena SWAN 
strategies some 30 years ago. No 
significant change, however, has 
been observed in the diversity of 
our research communities during 
that period. Indeed, in some STEMM 
disciplines diversity has declined 
(e.g. female representation on 
computer science programmes has 
dropped from 37% in 1983 to 17% in 
2016). Although Athena SWAN (AS) 
is now commonplace across HEIs, 
structural issues of the gendered 
gap in pay and working conditions, 
disproportionate barriers to career 
progression, and a limited number 
of women in senior academic and 
management roles, remain prevalent 
across the sector. This is not, 
however, a gender-only concern. 
Barriers to recruitment, retention 
and promotion also intersect 
with questions of race, sexuality, 
ability and class, and have led to 
the underrepresentation of other 
groups (i.e. BAME, LGBTQI+ and 
people with disabilities). With the 
substantial investment over the 
last 30 years failing to create a fully 
diverse workforce, it is now time 
for a paradigm shift in strategy, and 
an overhaul of our approaches to 
inclusion and diversity.

The ASPIRE project offers an 
innovative approach to improving EDI 
within the sector, with a primary focus 
on long-term behavioural and cultural 
change. The vision is to create 
a dynamic and interactive web-
based platform for the collaborative 
enhancement of inclusive research 
environments, ensuring that a toolkit 
is nationally available that can 
appropriately guide and measure the 
implementation of inclusion initiatives 
across institutions, linking such 
measurement with identification of 
changes in attitudes and culture, and 
providing recommendations for future 
action. ASPIRE will extend traditional 
approaches to, and measures of, 
impact (as related to inclusion), and 
deliver a replicable and scalable 
framework for implementation, 
adoption and sustained practice.

The University of Lincoln is the 
lead partner for this project, with 
a collaborative network including 
Vitae, Oxford Brookes University, the 
Lisbon Council, Emerald Publishing, 
University of Sheffield, University 
of Kent, University of Trento, Aston 
University, Coventry University and 
Towards Vision, and launched in early 
January 2019.
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MIND THE 
New ways to reflect on gender privilege 
and discrimination

The gender gap in Science, 
Technology, Engineering and 
Mathematics (STEM) careers is 
well documented, and though 
recent initiatives have been 
encouraging more women to take 
up technology careers in academia 
and industry, higher positions in 
academia, design and production 
remain overwhelmingly populated 
by men.

The issue of underrepresentation 
in science has become one of 
increasing concern. Although the 
number of women with STEM 
qualifications is growing, women 
working in STEM academia remain a 
minority – especially in top positions. 
In marked contrast to men, many 
women with STEM qualifications do 
not work in STEM areas and are more 
likely than men to leave the STEM 
sector at every stage of the career 
pipeline. Those who do remain in 
the workforce are still segregated by 
occupation (horizontal segregation) 
and by grade (vertical segregation), 
and are still paid less than their male 
counterparts. This gender disparity 
represents a quantifiable loss to the 
economy and society, and has an 
impact on individuals, departments 
and institutions. At the same time, 
employers in key sectors are 
reporting large impending shortages 
of people with STEM qualifications; 
whist the need to grow the STEM 
sector to drive economic recovery 

has been well-recognised by the UK 
Government. Essential to this growth 
will be the realisation of the full 
potential of the STEM research base, 
whose excellence depends upon 
maximising the talents and skills of all 
its highly-qualified people.

So why are there still less women 
working in technology and science? 
Is it biological differences, a result 
of ‘male-dominated’ organisations 
or societal culture? Why does our 
society still favour men? How can 
we bridge this gap? In order to 
examine gender inequality in tech, 
the Eleanor Glanville Centre teamed 
up with Professor Antonella De Angeli 
(University of Lincoln and University 
of Trento), and PhD researcher Max 
Willis (University of Trento, Italy) to 
create a new game – Mind the Gap! – 
to mark the Centre’s launch in 2017.

Mind the Gap! is an intervention 
that structures social interaction 
and dialogues in a role play game 
to examine complex issues of the 
gender gap. The game illuminates 
players’ attitudes and experiences 
through playful engagement, 
and reveals diverse perspectives 
concerning gender privilege and 
discrimination. The game examines 
gender, not as biological dichotomy, 
but as performance of identity. 
In finding new ways to reflect on 
the gender gap and its potential 
repercussions, it reiterates the 
importance of striving for gender 
equity in the STEM curriculum and 
industry. Role play and playful social 
interaction uncovers the attitudes 
and experiences of the players, 
and contributes to the further 
development of the game. To date, 
the game includes more than 180 
participant-authored micronarratives 
which describe real people’s 
experiences, perceptions and 
imaginations of gender advantages 
and disadvantages. These 
experiences have been collected 
through playing the game across 
Europe. In August 2018, a gaming 
session, led by co-creator Professor 
Antonella De Angeli, was hosted 
by Waag, an influential initiative in 
Amsterdam, as part of a thematic 
evening event. 

GAP!  
GENDER-BASED 
ALLOCATION 
OF ROLES
Implications for equality at home and work
Dr Mariana Pinho, Research Fellow 

Work and family roles have become 
gradually similar for men and women 
over the last decades, resulting 
from the increase of female labour 
force participation and a higher 
involvement of men in childcare 
responsibilities1. Alongside those 
trends, an increased rejection 
of traditional attitudes towards 
gendered roles2 and higher social 
expectations of fathers to take an 
active role in their children’s lives 
have been observed3. Nonetheless, 
women continue to be responsible 
for the majority of childcare and 
men bearing the main responsibility 
for breadwinning1. An unequal 
division of labour at home has 
consequences for men and women 
alike. It disadvantages women in 
the workplace by reducing their 
economic output and career 
prospects, and denies men the 
opportunity to create nurturing and 
closer bonds with their children. 

A growing body of research has 
attempted to understand the 
gender gap in the allocation of 
family and work roles. For example, 
parents’ economic, structural (e.g. 
working hours, income) and social-
psychological characteristics (e.g. 
gender ideologies and attitudes) have 
been identified as important factors 
determining couples’ division of 
paid work and childcare4. Recently, 
research has identified couples who 
arrange work and family roles non-

normatively as drivers of change in 
gender division of labour5. Those 
couples defy pressures to conform to 
conventional images of parenthood 
and perform tasks according to their 
family role rather than prescriptive 
gender norms6. 

A new mixed methods study is 
being developed at the University 
of Lincoln, exploring what enables 
those couples to downplay gender-
based considerations and how equal 
sharing and role-reversing affect 
parents’ wellbeing and relationship 
satisfaction. Caregiving dads, 
breadwinning mums: Transforming 
gender in work and childcare? is 
funded by the Nuffield Foundation 
and its research team is formed 
by Dr Ruth Gaunt (School of 
Psychology), Dr Ana Jordan (School 
of Social and Political Sciences), Dr 
Anna Tarrant (School of Social and 
Political Sciences), Dr Mariana Pinho 
(Eleanor Glanville Centre) and Dr 
Emma Long (School of Psychology). 
The findings will inform discussions 
on better ways to support fathers’ 
caring responsibilities through 
workplace policies and legislation 
around paternity and shared parental 
leave. Ultimately, the project seeks 
to identify the means to create more 
balanced, fulfilling lives for both men 
and women. 
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Mind the Gap:  
a training tool
Recent empirical studies have 
shown game-based learning 
delivers numerous benefits over 
traditional lecture-based seminar 
training methods. The collaborative 
(peer) learning of non-digital board 
games, and the reflective social 
discourse these generate, create 
powerful affordances that make 
them especially suited to this 
purpose. Board game playing in 
particular, has been shown to be an 
effective, fun means of encouraging 
meta-reflection on sensitive issues 
such as race, gender and religion, 
where the rules of ‘game space’ 
allow participants to separate 
their actions from personal 
constructions of identity. 

This new and exciting way of 
presenting materials has been 
successfully adopted as a tool 
to enhance learning and training 
development by many industries 
and sectors, where the active 
experimentation and immersive 
nature of gameplay has  
provided the necessary 
engagement and motivation 
required for learning efficiency.

14
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Cognitive biases, 
gender stereotypes 
and wellbeing 

Anxiety and depression 
in young women
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Public 
Engagement for 
All with 
Research at 
Lincoln

As part of the UKRI-funded PEARL 
(Public Engagement for All with 
Research at Lincoln), Dr Stefano 
Belli (School of Psychology), led a 
research project, in collaboration 
with the EGC and the Young 
Women’s Trust, exploring potential 
links between different cognitive 
biases, and elevated anxiety and 
depression in young women.

Cognitive biases are automatic, 
predictable ways of processing 
information. Certain biases are 
associated with processing 
stereotype information (e.g. people 
might be quicker to process 
information that falls in line with 
gender stereotypes). Other biases 
are observed when people interpret 
ambiguous social situations (i.e. 
situations where you can interpret 
other people behaving positively  
or negatively towards you).  
Negative biases for social  
information have been linked  
to anxiety and depression.

Young women, especially from 
disadvantaged backgrounds, show 
some of the highest risks for anxiety 
and depression. The links between 
these elevated levels and different 

cognitive biases have yet to be fully 
explored, although pilot data suggest 
that reinforcing/challenging gender 
stereotypes affects the same wider 
biases for social information that we 
have previously shown to predict 
wellbeing and anxiety/depression 
symptoms. The project developed an 
experimental paradigm, influenced 
by the cognitive bias modification 
literature, to examine whether 
challenging gender stereotypes 
can directly or indirectly affect 
mood, wellbeing and wider attitudes 
towards the world, and aimed to 
develop new psychological models 
and an improved understanding of 
how stereotypes affect emotional 
resilience and aspirations.

As part of the project, the Young 
Women and Stereotyping: Research 
Workshop and Skill-share was 
held, which included focus groups 
facilitated by Dr Nicole Fielding,  
and Leila Lamoureux.

The day of the workshop and  
focus group provided excellent 
research data that surpassed  
our expectations. 

Participants in the workshop seemed 
to have genuinely benefited from the 
research training, and this is now 
feeding directly into community and 
peer-based research being conducted 
by the Young Women’s Trust. 

The project delivered direct impact 
to a number of young women 
from economically disadvantaged 
backgrounds through provision of 
research skills training. They used 

this training to help with data 
collection and design for the Young 
Women’s Trust, involving more 
economically disadvantaged  
young women. 

The activity has proven to be very 
valuable for informing new research. 
Based on material and feedback 
from the focus groups, we have 
designed and modified new stimuli 
for stereotype research. These new 
test materials are currently being 
piloted, but the results have so far 
been promising, suggesting that there 
is important value and validity for 
improving psychological research 

material in collaboration with the 
target audience for that research. 

Specifically, the materials have 
been used as part of a study to 
look at the relationship between 
experiences of gender stereotyping 
or subverting gender stereotypes, 
and the differential effects that 
these experiences have on different 
gendered individuals in terms of 
mood, gender-normative beliefs,  
and cognitive biases that have 
previously been associated with 
emotional symptoms.”

Dr Stefano Belli
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Sexual harassment 
in the scientific 
research 
environment

Sexual harassment has been deemed a chronic 
workplace stressor and a public health crisis. 
In the wake of social movements like #MeToo 
and #TimesUp, and the changing narrative 
around workplace harassment, PhD research 
student, Rebecca Brunk, looks at the impact 
of workplace support given in response to 
experiences of harassment, and how this can 
be crucial to our resilience and recovery. 

Rebecca Brunk 
Research student

How employee experiences 
are affected by an institution’s 
tolerance for harassment  
and discrimination

T H E  GL A N V I L L E  2 02 0

I first learned of the impact our 
institutions can have on our mental 
health in 2015, in a 150-person 
lecture hall and a class on 
neurobiology. We were learning 
about the hypothalamic-pituitary-
adrenal axis and its role as the 
stress control centre of the body. 
In short, these three structures in 
our body – the hypothalamus, and 
the pituitary and adrenal glands – 
communicate together when we 
experience a stressful event to pump 
out a cocktail of hormones while our 
brain conducts risk assessments 
to keep us safe. When this system 
becomes maladaptive, these 
structures respond more attentively 
and more frequently than we need 
them to. This can often occur in 
response to post-traumatic or chronic 
stress. What’s more, not all stress is 
experienced equally. Research has 
found that when we are betrayed by 
someone we trust, we develop worse 
stress outcomes than we do when 
the experience involves strangers. 
This is known as betrayal trauma 
theory7,8 and applies not only to 
individuals, but to groups of people 
and institutions we trust to keep us 
safe. This phenomenon has been 
documented in the childcare system, 
the military, universities, churches 
and others throughout scholarly 
research7, especially in regard to 
sexual violence.

Sexual harassment has been the 
subject of research focus for the last 
thirty years, and the field has much 
to show for scholarly effort. We now 
understand that the most significant 
predictor of sexual harassment is 
organizational culture – the shared 
beliefs, perceptions, attitudes and 
practices of people throughout 
the institution, and specifically 
how intolerant they are towards 
harassment5. Organisations that have 
clear policy on handling harassment, 
allow employees to have a voice 
in how reporting is handled, and 
hold perpetrators accountable are 
actively creating a workplace that is 
safer and supportive for everyone. 
When leaders are laissez-faire 
on these issues, harassment and 

discrimination often proliferate in 
the groups they lead8. Soon after 
I graduated from Michigan State 
University in 2016, the administration 
came under investigation for the role 
it played in relation to Larry Nassar, 
one of the largest sexual abuse 
scandals in United States sports 
history. Over 150 women had been 
harassed and molested during his 
time at the University and as the 
Olympic team’s doctor. 

The American Psychological 
Association has deemed sexual 
harassment a chronic workplace 
stressor and a public health crisis. 
It is a barrier to career success 
and safety for many women, and 
disproportionately affects women 
of colour, lesbian, bisexual and 
transwomen the most. Women with 
multiple oppressed identities are 
more likely to experience multiple 
types of harassment – making this 
a staunch issue of inequality and 
injustice in the workplace. In the 
wake of social movements like 
#MeToo and #TimesUp, it begs the 
question: why are universities still 
the second most likely workplaces 
to struggle with harassment9? And 
as the narrative around workplace 
harassment changes, it’s critical that 
we understand what impact these 
institutional decisions are having on 
people in cases like these.

I began exploring these questions 
when I accepted a research position 
at the Eleanor Glanville Centre, 
University of Lincoln. My research 
specifically focuses on relationships 
of trust, safety and support in 
scientific research environments, 
and how these crucial employee 
experiences are affected by an 
institution’s tolerance for harassment 
and discrimination. Our aim is to 
better understand harassment 
outside of the dyadic relationship 
between perpetrator and victim, 
and further explore how we are all 
affected by harassment at work. 

www.theguardian.com/us-news/2019/
sep/05/larry-nassar-sexual-assault-
michigan-state-university-fined

19

EL E A N OR GL A N V I L L E  C E N T R E

18



Lifting up without 
letting down

Stereotype threat in STEM and literacy

Leila Lamoureux 
Research student

Stereotype threat occurs when 
people are at risk of living up to 
a negative stereotype about their 
group10. This has been heavily 
researched with regards to women 
being underrepresented in Science, 
Technology, Engineering, and Maths 
(STEM) at school, university and in 
industry. The effects of stereotype 
threat on children and adolescents 
have shown that knowledge of 
maths gender stereotypes seems 
to emerge as early as first grade11. 
However less is known about the 
effects of stereotype threat on boys 
and literacy, despite the fact that 
there is overwhelming evidence girls 
outperform boys on this metric.

Evidence that activated stereotype 
threat impedes academic 
performance, particularly when 
it comes to gender, is widely 
accepted. For example, in a study 
done by Ambady, Shih, Kim, and 
Pittinsky (2001)12, Asian-American 
girls performed significantly better 
than a control group when their 
ethnic identity was activated over 
their gender. An OECD (2015)13 
report on 38 participating countries 
and economies showed that boys 
outperform girls in mathematics by 
an average of 3 months of school, but 
girls are consistently outperforming 
boys in reading by an average of 
one year of school and have done 
so steadily since 2000. Nullifying 
stereotype threat has been seen to 
improve the academic performance 

of girls in STEM subjects. This has 
led to an emphasis of reducing 
stereotype threat in education, with 
particular emphasis on girls in STEM. 
It was also found that intervention 
is an effective way of combating 
stereotype threat for women in 
STEM; in this case teaching about 
stereotype threat improved women’s 
performance on maths test. 

Worryingly, several studies have 
shown that reducing stereotype 
threat lifts the performance of 
one group, but at the same time 
can inadvertently depress the 
performance of the other.14,15 For 
example, lifting a reading stereotype 
threat improved boys’ performance 
on a literacy task but made girls 
perform worse. Despite this, the 
possible consequences that come 
from lifting the threat on the non-
threatened group has not been 
systematically examined. 

My research examines whether 
nullifying stereotype threat and 
improving performance for one  
group adversely affects the other 
group’s performance. Specifically, 
it will test if measures that lift the 
stereotype threat to girls (and  
women) in STEM negatively impact 
boys (and men) in STEM. It will also 
investigate if boys (and men) are 
susceptible to stereotype threat in 
literacy and if nullifying stereotype 
threat here improves boys’ and  
men’s performance at a cost to  
girls and women. 

The project will also address sources 
of these gendered performance 
stereotypes. Research has shown 
that parents’ gender stereotypes 
affect children’s competence beliefs 
in a way that perpetuates the gender 
stereotype their parents hold16. The 
project will therefore address how 
primary caregivers’ attitudes towards 
science and literacy influence their 
perceptions of academic abilities and 
subject preferences for their children. 
Additionally, it will investigate the link 
between children’s own perceptions 
or self-efficacy of academic ability 
and performance and stereotypes 
held by their caregivers.
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COVID-19 Highlighting or entrenching race and gender

Professor Abigail Powell and Dr Udeni Salmon

We are currently living in 
unprecedented times. The COVID-19 
crisis has been likened to a global 
war. And in every war there are 
winners and losers; people who 
benefit and people who are 
disadvantaged, either directly or 
indirectly. The COVID-19 crisis 
might be more accurately compared 
to a storm on the ocean, than the 
masculinist metaphor of war that has 
been used by the UK Government. 
While we all experience the storm, 
some of us are in the safety and 
comfort of a luxury yacht, while 
others are in small boats, and others 
are crowded together in an inflatable 
dinghy. Some will come out physically 
unscathed, while others will lose 
their lives. We are clearly not “all 
in it together”. Regardless of the 
metaphor, COVID-19 is throwing a 
spotlight on the structural inequalities 
in our society, and in many cases 
entrenching them. The virus has 
impacted different groups in society 
in differing ways. Analyses of class, 
disability, race, and gender are 
emerging as we write. Much of the 
reporting that has emerged so far has 
focused on either gender differences 
or racial disparities, but here we 
provide an intersectional analysis 
of the effects of the pandemic and 
argue that both gender and race  
need to be considered to accurately 
unpick the impact of COVID-19 on 
vulnerable groups.

Gendered and raced divisions of 
labour

So far, the evidence suggests 
proportionally fewer women than men 
may be dying as a result of COVID-19, 
but this does not mean women are 
immune to the health and economic 
consequences of the virus. There is 
also growing evidence that BAME 
groups may be disproportionately 
impacted by the virus. 

Women and some ethnic minority 
groups are vastly over-represented 
in the human health and social work 
sector, at the frontline of fighting 
the virus. ONS data shows 22.4% 
of all women workers and 27.3% 
of workers from a Black or Black 
British background are employed in 
the sector, compared to an average 
13.3% of the total workforce. Our 
research has examined the combined 
effects of race and gender in 
entrenching inequalities. The view of 
womanhood as fragile or indulged 
has rarely extended to working-
class women and never to women of 
colour. Anecdotal data suggests that 
non-white and working-class women 
make up the majority of care workers, 
and cleaners. The bus drivers and 
taxi drivers reported to have died 
from COVID-19 are disproportionately 
from a BAME community. These 
workers are encountering large 
numbers of the public and are not 
prioritised for personal protective 
equipment (PPE). The precarious and 
low-paid nature of their contracts 
pushes them to work when it is 
physically unsafe for them to do so, 

exacerbating the assumption that 
people of colour are less worthy than 
others, and that they are, moreover, 
disease-spreaders. 

With COVID-19, the full breadth of 
what women are responsible for is on 
display more than ever. The quality of 
housing has exacerbated differences 
between women who live in safe, 
spacious accommodation and 
those from lower incomes and from 
different ethnic groups. Bangladeshi 
and Black families are more likely 
to be housed in low-quality, high 
occupancy social housing, thereby 
exacerbating stress levels and 
childcare responsibilities for women 
in these groups during the pandemic. 
The message to ‘stay home, save 
lives’, assumes that the home is 
a place of safety, but for many 
women that is simply not the case. 
Self-isolation and social distancing 
will allow perpetrators of domestic 
violence increased opportunity for 
coercive control and has shut down 
routes to safety and support. Stress, 
alcohol consumption, and financial 
difficulties are all considered triggers 
for violence in the home. 

For those women who are able to 
work safely from home, they may be 
juggling home schooling alongside 
working from home. Women still 
take on the physical and cognitive 
burden of running the home and the 
pandemic has exacerbated their 
unpaid domestic responsibilities: 
the planning and execution of tasks 
such as food shopping, laundry, 
newly essential home supplies 
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(hand sanitizer and wipes), cooking 
and cleaning (which are more 
burdensome as everyone is at home 
all the time), social organising (Zoom 
parties and FaceTime playdates), 
homework and communicating 
with schools and watching (babies, 
children, elderly relatives). Our 
research, for example, has shown 
that men and women have very 
different patterns of working from 
home. On average, women tend to 
do fewer hours work at home, with 
work interspersed around other 
activities like domestic work and 
childcare. Men, on the other hand, 
are much more likely to work full-time 
hours, shut away in a home office, 
maintaining productivity levels. 

For those women in key worker 
roles, in health, social care and 
food services, there are different 
challenges. While some will benefit 
from the decision to keep schools 
open for children of key workers,  
this only solves part of the problem. 
Four in 5 women working in these 
sectors don’t work standard hours, 
and with no grandparent care 
available, the childcare strain for 
these families increases. Many 
women will be unable to work from 
home and juggle childcare. For 
many this means taking leave; but as 

women are over-
represented in 

low paid, 

precarious work, many do not  
have access to adequate paid sick 
leave. This is hugely problematic  
for the many working families, 
especially working single parents, 
who were experiencing poverty at 
increasing rates even before the 
pandemic struck. 

Digital exclusion

The need to physically distance 
from others highlights our increasing 
reliance on technology. In 2019, 5.3 
million adults (10% of the adult 
population), more than half of 
whom were women, had little to 
no access to the internet. The 
2019 Lloyds Digital index showed 
that women were less likely to have 
essential digital skills than men, and 
that one of the groups most at risk 
of digital disengagement were ethnic 
minority groups aged over 40. Lack 
of access to the internet and a lack of 
digital literacy impacts on a person’s 
ability to work from home, to home-
school children, to do online food 
shopping (especially important for 
those at high risk from the virus),  
and to stay socially engaged with 
friends and family.

Raced responses to COVID-19

Early responses indicate that the 
pandemic is exacerbating existing 
prejudices, including Islamophobia. 
Raced reporting on minority groups 
is in evidence: for example, the Police 
and Crime Commissioner for West 
Midlands stating that the spike in 
infection rates in the West Midlands 
was due to households who do 

not speak English and would be 
unaware of the social isolation 

restrictions. The implication is 
that certain minority groups 
are ignorant and spreaders 
of disease. No mention 
is made of the lack of 
contact tracing which 
would allow accurate 
statements about 
who has the illness 
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Inclusive 
leadership: 
understanding 
the perception 
gap

in the West Midlands, and how 
it spreads. Regional variances 
in police force responses to 
stopping members of the public 
on the street have the potential to 
exacerbate the widespread mistrust 
of the police by non-white and 
working-class communities. Fake 
news has been circulating about 
mosques remaining open, and 
“Muslims roaming the streets”. The 
whiteness of the UK Government’s 
response, compounded by a lack of 
consultation, has led to the naming 
of the new hospitals after Florence 
Nightingale (a white heroine of the 
British Empire), rather, than Mary 
Seacole, a Black British nurse who 
the Government recently tried to 
remove from the school curriculum. 
Whitewashing the medical response 
to the pandemic is an inevitable result 
of excluding marginalised voices from 
national decision-making. 

Highlighting or entrenching 
inequality?

Perhaps it is too early to say whether 
the pandemic will disrupt the status 
quo to benefit the most marginalised 
in society. We have seen some 
evidence of temporary changes to 
mortgage arrears, universal credit, 
statutory sick pay and essential bills 

that will benefit women and people of 
colour. For example, the suspension 
of eviction for renters in arrears will 
largely help marginalised groups, 
albeit only those in social housing. 
Online teaching, for example, is 
more inclusive for some people, 
especially those who have difficulty 
attending face-to-face classes. As 
a result, feminist scholars, amongst 
others, have proposed opening 
virtual classrooms to people who 
are confined to their homes. The 
resistance of some companies to 
enable flexible work arrangements 
has also been met head-on, and 
as a result may open up alternative 
ways of working once the crisis 
has resolved. However, these 
arrangements still benefit the few 
rather than the many; those with 
relatively high levels of education, 
in professional and administrative 
occupations and with good  
internet access. 

Unlike previous epidemics, such 
as the cholera outbreak in Port-au-
Prince, Haiti which “only” affected 
the poor, COVID-19 is impacting 
us all. The indiscriminate nature of 
the virus has focused our minds 
on the importance of care workers, 
volunteers, cleaners: the least valued 
by the labour market. The homeless 

have been provided with shelter, 
demonstrating that homelessness is 
an entirely solvable problem. Free-
market capitalists, such as Toby 
Young, have put a price on a human 
life and argue that saving the lives of 
the elderly and infirm is a waste of 
money. Yet the public are (for now) 
rejecting this argument, insisting that 
all human life is equally valuable. We 
need to build on this ethics of care 
and value those who are forgotten 
once a pandemic strikes. Our position 
is that justice and freedom for all is 
dependent on justice and freedom for 
the most marginalised. 

Disaggregating data by gender, race 
and other identities will be crucial 
in understanding the differential 
impacts of a pandemic. Previous 
pandemics, such as Ebola and Zika, 
failed to apply a gender lens, let 
alone an intersectional lens which 
allowed for analysis by multiple 
marginalised identities. Once the dust 
has settled, research must capture, 
recognise, acknowledge people’s 
different experiences, and learn from 
it too. More than ever, researchers 
will need to descend from their ivory 
tower in order that our work makes a 
difference to society. 

24
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It is widely recognised that many 
groups (e.g. women, ethnic 
minorities, LGBTQ, those with 
disability and those with other 
protected characteristics) are 
underrepresented in our research 
base, particularly in leadership 
roles. A number of initiatives are 
seen at organisational level, but 
the most significant barriers arise 
through cultures and attitudes in 
the research environment. Capacity 
building in research leadership 
requires new approaches that 
embrace the future rather than the 
past. Inclusive research leadership 
considers how to provide equality 
of opportunity and achieve diversity 
in research groups to create 
productive environments where 
everyone can be themselves, feel 
that they are able to contribute 
their views and that their views  
are valued. 

Leaders and employees: 
understanding the  
perception gap

‘‘If leaders prioritize a culture of 
equality now, they will create an 
environment that is more likely 
to produce the results they want 
and need. If people feel a sense 
of belonging and are valued by 
their employers for their unique 
contributions, perspectives, and 
circumstances, they are empowered 
to innovate more. Everyone will rise”.17 

As a first step, it is vital to get to 
grips with the perceptions of both 
employees and leaders. Research 
indicates that there is a large gap 
between what leaders think is going 
on, and what is actually happening on 
the ground – the ‘perception gap’.17

The view that workplace culture must 
enable individuals to thrive is most 
prevalent in younger generations (for 
example in ‘Generation Z’ it is 75%). 
Inclusive approaches to retention 
and succession are key to continued 
research performance. 

Characteristics of  
inclusive cultures

Accenture identify inclusive 
leadership factors summarised into 3 
main categories: 

 / Bold leadership that sets and 
measures targets openly 

 / Comprehensive action 
implementing policies and 
practices that are bias free

 / Empowering environment 
that trusts employees, respects 
individuals, and provides freedom 
to be creative and work flexibly 

Whilst organisations set policies to 
be put into practice, at the local level 
there may be lack of EDI knowledge, 
unconscious bias, resistance, or lack 
of resources which block change. 
Our research indicates that STEMM 
research cultures in particular may 
still retain traditional ‘white male’ 
cultural environments from which 
many feel excluded or find conflicts 
in their personal identities to become 
part of the group, experiencing 
lack of opportunity, support or 
transparency about  
progression pathways. 

Alison Mitchell
Director of Inclusive Development

Inclusive 
Leadership: 
understanding 
the perception 
gap
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Developing an inclusive 
research environment
In moving towards more inclusive 
research environments, research 
leaders can start with increasing their 
own self-knowledge and developing 
a greater awareness of the needs of 
others. In terms of bias, for example, 
questions for research leaders to ask 
of themselves are: 

 / Do I judge others according to 
unconscious stereotypes?

 / Have I a tendency to connect more 
easily with people ‘like myself’?

 / Do I create or favour ‘in–groups’ 
and thus create ‘out–groups’ in  
my team?

 / Do I seek only information to 
support my existing beliefs?

68% of leaders feel they 
are creating empowering 
environments – only 
36% of employees feel 
empowered 

75% of leaders say 
employees have control 
over when, where, and 
how they work – only 
29% of employees agree 

20% of employees do 
not feel included or 
welcome at work 

Accenture, 2020

Marie McHugh, Professor of 
organisational behaviour, Ulster 
University Business School,18 
highlights that research leaders often 
complain that they do not have time 
‘to pause for thought, let alone reflect 
on the quality of the decisions that 
they have taken, how their behaviours 
and actions have impacted upon 
others, and / or whether they could 
have done things differently or better’. 
However, as a proven investment in 
long term sustainability and growth 
there are benefits for everyone: 

 / Through self-actualisation in 
their roles, individuals gain an 
increased sense of belonging and 
contribution, which leads to higher 
productivity, higher retention, 
higher team collaboration and 
higher job commitment 

 / In successful inclusive 
environments, women are 4 times 
as likely to get a senior position and 
men twice as likely

 / Innovation mind set is 6 times 
higher in the most equal cultures 

 / Feeling more included boosts 
productivity, increases ambition 
to reach leadership crucial to 
advancing an organisation.19 

All of these positive outcomes  
have the potential to enhance 
research base productivity and 
research outcomes. 

With greater self-awareness, leaders 
can look at interpersonal dynamics 
and how to engage with others in a 
more inclusive and productive way. 
There follows opportunity to influence 
others and bring people and teams 
together by modelling behaviours  
and establishing ‘the way we do 
it here’ in terms of equality of 
opportunity, encouraging diversity 
of views, and enabling others to feel 
included. With inclusion in mind, 
research leaders become leaders  
of change, maintaining, developing 
and extending inclusive behaviours 
and actions. 

Inclusive research  
culture makers
Accenture identified culture makers 
as a small group of ‘early adopters’ 
(only 6% in survey) who were ‘more 
in tune with workforce, more likely to 
be women and younger, have spoken 
out on a range of inclusion issues, 
hold themselves accountable for 
targets, modelling being the same 
person inside as outside (authentic), 
talk openly about personal hardship 
and challenges’. 

Inclusive ‘culture makers’ are leaders 
who display these behaviours: 

 / SAY: Building inclusive culture is 
organisational priority

 / DO: Recognise importance and 
change is a personal goal

 / DRIVE: Reward others for building 
a more inclusive culture.

There are many examples of research 
leaders who are culture makers, 
and we need to learn from these 
individuals and enable others to 
develop into inclusive research 
leaders. It is time for us to rethink 
our leadership development in 
universities for the future. 

What characterises an 
inclusive research leader of  
the future?
‘When leaders take on a relational 
mindset, they create a sense of 
inclusion and support for their 
employees.’20 

The traits of highly inclusive leaders21 
comprise elements such as: Belief 
in the business case; Bravery; Fair 
play; Perspective taking; Knowledge; 
Teaming; Coping with ambiguity; 
Adaptability; and Voice. These are 
familiar traits in research leadership 
and add a new dimension to the 
concept of research integrity that 
recognises how research leaders 
relate to researchers as well to 
the conduct of research and other 

stakeholders. For research leaders to 
become inclusive research leaders, 
they must redirect their capabilities 
to focus on people as well as 
research and practice leadership that 
demonstrates these values:

 / Fairness and respect: Treating 
people and groups fairly, based on 
their unique characteristics, rather 
than on stereotypes

 / Value and belonging: Personalizing 
individuals—understanding and 
valuing the uniqueness of diverse 
others while also accepting them 
as members of the group

 / Confidence and inspiration: 
Leveraging the thinking of diverse 
groups for smarter ideation and 
decision-making that reduces the 
risk of being blindsided.

In these challenging times, research 
will be called upon to be more 
productive and effectively address 
the needs of diverse communities, 
leaving ‘no one behind’; developing 
inclusive research leadership is more 
important than ever. Until we have 
fully inclusive and diverse research 
communities, it is unlikely that our 
research base will achieve its full 
potential. To build a more inclusive 
research environment, we need to 
focus on long-term behavioural and 
culture change, as well as research 
output and performance metrics.
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The lived 
experiences 
of minority 
scientists
Despite substantial investment 
in Equality, Diversity & Inclusion 
(EDI) initiatives in science research 
organisations, there is little evidence 
of significant improvement. Women, 
non-white people, LGBTQ+ and 
disabled people remain under-
represented at all levels in university 
and R&D departments in industry. 
EGC research fellow, Dr Udeni 
Salmon, examines discrimination in 
the sciences and takes a critical look 
at the solutions put in place.

In 1975, the US Government 
commissioned the publication 
of the Double Bind report:22 the 
first investigation into the lived 
experiences of minority women 
scientists in the US. In the foreword, 
Professor Jewel Plummer Cobb, 
explained how minority women 
scientists were disadvantaged by 
“the common ties …of the double 
oppression of sex and race or 
ethnicity plus the third oppression in 
the chosen career, science.” 

The Double Bind report described 
the barriers faced by minority women 
scientists: from being excluded from 
the places of decision-making, such 
as golf courses or bars, to being 
expected to bring coffee or type 
up meeting minutes. The general 
assumption in 1975 was that minority 
women were intellectually inferior 

to their white male counterparts. 
Women were unsure whether these 
discriminations resulted from racial 
discrimination or gender bias or both. 

“It becomes difficult if not impossible 
to determine which “ism” is in force. 
In such a case, it does not matter 
whether one is being hit with the 
club of sexism or racism –  they both 
hurt. And this is the nature and the 
essence of the double bind.”22

The report was commissioned 
because very little was known about 
how intersecting underprivilege (in 
this case, gender and race) affected 
the lives of scientists. 

45 years later, there is still little 
published research into how gender 
and race, let alone class, disability, 
sexuality, and religion combine 
to produce discrimination in the 
sciences. My research for the ASPIRE 
project investigates how minority 
scientists, predominantly based in 
the UK, experience discrimination.  
I focus primarily, but not exclusively, 
on race and gender. I will also 
investigate how these scientists 
perceive the well-intentioned 
solutions which have been put in 
place to overcome discrimination. 
In the UK, these include mentoring, 
unconscious bias training, the Athena 
SWAN Gender Charter and Race 

Equality Charter. Existing qualitative 
data have shown that these initiatives 
have been of limited benefit: gender-
only initiatives benefit mainly white 
women. Race-only initiatives benefit 
mainly minority men. If racism and 
sexism are to be overcome, it will be 
essential that future EDI initiatives 
address the intersecting nature of 
underprivilege.

I am holding interviews with STEM 
scientist who have one or more 
intersecting areas of under-privilege, 
such as BAME women; working-class 
LGBT men. I am also conducting a 
structured literature review of the 
published research on race and 
gender barriers in STEM careers. 
My research will contribute to the 
limited amount of data about the lived 
experiences of minorities in science, 
as well as the extent to which existing 
EDI initiatives have been of benefit  
to them. 

The double bind continues to  
affect minority women scientists. 
At a time when the UK Government 
considers science to be essential to 
the prosperity and growth of the UK, 
and when only 22% of the  
STEM workforce in the UK consists  
of women, we have a long way  
to go before science fully reflects  
the talents available across our  
diverse population. 

Double bind: EDI 
initiatives and the 
intersecting nature 
of underprivilege
Dr Udeni Salmon, Research Fellow

INTERSEX 
REPRESENTATION 

AND VISIBILITY

One of the first questions that people 
often ask after the birth of a child is 
“is it a boy or a girl?” More commonly 
than people think, the answer isn’t 
always so straightforward. A United 
Nations report23 states that up to 1.7 
percent of babies are born with sex 
characteristics that don’t fit typical 
definitions of male and female. That 
makes being intersex almost as 
common as being a redhead! 

So, why are we, as a society, so 
sure that male or female are the 
only possible sex categories? 
Most children who are born with 
an intersex trait or variation of 
sex characteristics (I/VSC) are 
subjected to surgeries in order to 
‘fix’ the appearance of their bodies. 
These children are then assigned 
a sex and have repeated medical 
interventions to sculpt their bodies 
into what is considered normal 
(whatever that means). Until 2006, 
it was widely recommended by the 
medical community that the parents 
of children with I/VSC were informed 
that their child’s bodies were 
‘unfinished’ and could be ‘corrected’ 
and that it would be best not to share 
this information with the child later 
in life. Clever linguistic devices were 
employed by medical professionals 
to discourage any idea that the child 
was anything other than male or 
female. This resulted in a generation 

of people who were left unaware 
of their medical histories, were 
frequently lied to and were dissuaded 
from raising any questions about 
their bodies. People with intersex 
traits frequently report growing up 
with a sense of shame and confusion. 
This response and representation of 
people with intersex traits as being 
rare and in need of treatment has only 
perpetuated the belief that male and 
female are the only natural  
sex categories.

I/VSC have always occurred, but 
since the 1950s, and until very 
recently, it was believed that medical 
intervention could ‘correct’ I/VSC and 
the child would adapt and grow up 
to be a typical male/female member 
of society. Now the silence about 
intersex traits has been broken. 
Since the 1990s, intersex activists 
have been coming forward to share 
their lived experiences of how these 
medical interventions “can cause 
permanent infertility and lifelong 
pain, incontinence, loss of sexual 
sensation, and mental suffering.”23 
Finally, in 2005, the medical 
community started to listen. With 
the help of intersex advocates, new 
medical guidelines were published 
that recommended that parents 
and patients should be given age-
appropriate information about their 
medical histories, cosmetic surgical 

interventions should be avoided until 
the patient is able to give informed 
consent (apart from in ‘severe’ cases) 
and that parents and patients should 
be supported by a multidisciplinary 
team. The problem is that these 
guidelines are just that – guidelines.

While many argue that 2005 signaled 
a change for the better, what is 
still lacking is positive, accurate 
and comprehensive visibility and 
representation of I/VSC, both within 
and outside the medical community. 
And that is achieved through 
language, through narrative choices 
that we make, individually and 
culturally. For every time someone 
says ‘people are male or female, you 
have a penis or a vagina, testes or 
ovaries, XY or XX chromosomes’, 
there needs to be someone 
responding with the truth: that 
intersex traits are natural variations 
and intersex-bodied people are 
perfect, just the way they are.

My doctoral research at the 
University of Lincoln considers 
narrative representations of I/VSC in 
literature, film, televisual series, media 
reports and medical publications. We 
can literally change the world through 
how we use language, so let’s use 
it to celebrate diversity, to promote 
equality and drive change.

Why I organised an international conference
Megan Walker, Research student
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Addressing inequalities 
and other sustainable 
development goals
A new perspective on measuring success 
Dr Nicole Fielding, Project Manager

April 2019 saw the release of 
the first Times Higher Education 
University Impact Rankings, which 
considers universities’ impact 
on society based on eleven of 
the United Nations’ Sustainable 
Development Goals. 

The Times Higher Education (THE) 
University Impact Rankings represent 
the world’s first global attempt to 
document evidence of universities’ 
broader impact on society. They 
are designed to capture unique 
insights on universities’ work towards 
the United Nations Sustainable 
Development Goals (SDGs), and 
offer a new perspective on how 
they’re addressing some of the 
most pressing global issues – from 
sustainable cities and reduced 
consumption; to climate action, 
economic and gender inequality, 
peace and justice.

The positive contributions universities 
make to society has never before 
been recognised in global rankings. 
Unlike other ranking systems, 
designed to measure excellence and 
reputation, THE University Impact 
Rankings assess performance 
against 11 of the 17 SDGs that 
are considered most salient to 
higher education. From 2020, all 
17 SDGs will be included in the 
rankings methodology. These new 
metrics constitute an important and 
necessary step forward in assessing 
how institutions are addressing some 
of the most important challenges 
facing both people and planet. 

As the impact rankings continue 
to develop, and methodologies are 
refined, it is hoped that they will 
begin to deliver a true reflection and 
analysis of universities’ social and 
community impacts, and importantly, 

provide equal opportunities for all 
universities to shine – not just the 
research-intensive, well-resourced 
institutions, from the most advanced 
educational systems. Will these 
innovative rankings fulfill their aim to 
recognise every institution’s efforts 
to address inequality and other 
sustainable development goals?

This is just the start of the 
conversation…

CONTEMPORARY 
WOMEN’S WRITING

Lucie has been working and 
publishing in the field of women’s 
writing since 1991. Her first book-
length publication was a collection 
of essays playfully titled Where No 
Man Has Gone Before: Women and 
Science Fiction (Routledge 1991). 
That project was initiated through 
her interest in feminist theories of 
language and linguistics and the 
exploration of how those theories 
manifested themselves within literary 
texts. At that time, Lucie discovered 
that it was only in science fiction 
that women writers were genuinely 
playing around with feminist  
ideas about language within  
a literary context.

After that, Lucie started to work 
in a variety of areas of the literary 
fantastic and has been publishing 
on the Gothic, the ghost story, 
fantasy and the fantastic ever since, 
often but not exclusively linked to 
issues of women and gender. One 
of the key writers in whom she 
is particularly interested is Kate 
Mosse (b.1961). Mosse describes 
her landscapes in a geographically 
informed, scientific manner and 
pays detailed attention to the actual 
geology of the soil. Mosse’s writing 
is also innately concerned to retrieve 
or bring to the surface buried or lost 
women’s voices and their stories. In 
particular, Mosse sets her novels in 
landscapes formed by sedimentation 

and deposition (limestone regions 
or coastal saltmarshes). Just as 
rock strata overlay each other over 
millions of years, or coastal areas 
become eroded by tidal surges and 
the eroded material re-deposited 
elsewhere as marshland, so oral 
tales and folklore overlay each other 
across the centuries to produce 
narratives that mutate, disappear and 
then re-emerge elsewhere over time. 
Through the processes of narrative 
exhumation (Mosse’s characters are 
often in the process of unearthing 
secrets of historical significance 
through archaeological or other 
means) these voices of silenced 
communities of women are re-heard. 

Professor Lucie Armitt is the EGC’s Director for the College of Arts. Her work on 
contemporary women’s writing focuses on fear and the relationship between women 

and public or open spaces
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More recently, Lucie has become 
interested in the interface between 
climate change and the ghost story. 
It is interesting to note how often 
writers situate ghost stories on 
coastal stretches prone to storm 
surges or salt marshes. It is Lucie’s 
contention that the ghost becomes 
a means of giving shape, however 
shifting, to a pervasively haunting 
and shared cultural anxiety that might 
otherwise lack visible form; what we 
typically witness in reality are the 
(after) effects of climate change: how 
it has ‘struck’, it is not visible in itself. 
Both Kate Mosse’s The Taxidermist’s 
Daughter and Susan Hill’s The 
Woman in Black utilize coastal 
landscapes for this purpose.

That inter-disciplinary work on 
the Gothic has led to her current 
project in development, titled ‘Fear: 
its Narrative Construction and 
Management’. Despite the fact that 

we certainly live in fearful times, and 
despite the fact that Gothic literature 
has historically been the primary 
means via which literature explores 
unexplained fears, a lot of recent 
academic interest in the Gothic is 
concentrating on the playful nature 
of Gothic writing (tourism, festivals, 
Halloween), not its terrorizing aspect. 
It is in contradistinction to that 
seemingly evasive approach that 
Lucie is now looking at the ways in 
which a variety of specialists across 
a range of disciplines engage with 
the concept of fear, with a view to 
evaluating the key role that narrative 
plays in the construction and 
management of that fear. Through 
interviews with cancer specialists, 
human rights lawyers, bloggers about 
hypochondria, surveillance experts, 
specialists on international terrorism 
and others, Lucie will explore 
the methodological relationship 

between narrative and fear as 
well as arguing for the strategic 
significance of literary critical skills to 
the understanding and dismantling 
of social fear. One key element of 
that research project will focus upon 
gender and the means via which 
society encourages fear in differently 
gendered groups, alongside the role 
narrative plays in that relationship. 
Themes in development include 
women and public space, gender 
and the fearful body, gender and 
surveillance, dismantling narratives 
of homophobia. To epitomize 
the manner in which gender 
interconnects with the courage to 
speak out and step out, the project 
opens with a section on female 
tightrope walkers. If you have any 
connections with tightrope walkers, 
Lucie would love to hear from you. 
Please contact her by email at 
larmitt@lincoln.ac.uk
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Building research 
capacity

The Research Roundtable 
Programme (RRP) aims to bring 
together expertise from across the 
University to create a dynamic  
EDI-focused research community. 
The programme provides academics, 
with a common interest in EDI, the 
opportunity to network, discuss 
research interests, and forge new 
collaborative links. Follow-up 
sessions provide the space and 
time to develop new interdisciplinary 
ideas, offer peer-support in the 
planning, preparation and writing  
of new funding bids, and drive  
these new co-conduct research 
studies forwards. 

Roundtable on Issues of Gender 

The first Research Roundtable was 
co-organised by Dr Elisa Rubegni 
(School of Computer Science), Dr 
Nik Dickerson (School of Sport 
and Exercise Science), and Leila 
Lamoureux (Eleanor Glanville 

Centre). Although equality and 
rights for women is a gendered 
issue, the issues of gender covers 
a much broader focus, with many 
interdisciplinary avenues. One of 
the emergent research themes 
was around gender inequality in 
employment, and how it is manifested 
in many ways - sexual harassment in 
the workplace, the gender pay gap, 
affordable childcare, modern slavery, 
and the lack of adequate employment 
protections for LGBTQ+ people. The 
relationship between sex and gender 
was also explored, particularly the 
socially accepted way to biologically 
define sex/gender as binary and  
non-binary; and issues of 
masculinity – the shifting narratives 
of masculinity, de-gendering 
care, expanding gender roles, 
and understanding/shifting media 
representations. 

Roundtable on Issues of Race  
and Ethnicity 

Race and ethnicity shape the 
process of identity formation for 
individuals and communities, impact 
everyday life and shape individual 
life trajectories. Emerging research 
themes focus on the ways that social, 
political, and economic relations 
interact with race and ethnicity in a 
given society, region, or community 
- issues of racial and ethnic identity, 
social relations and interactions 
within and across racial and ethnic 
lines, culture and worldview, and 
how these relate to race, and power 
and inequality relative to majority 
and minority statuses in society. 
Racial and ethnic stratification and 
the long history and contemporary 
problem of residential segregation 
were discussed, including how this 
affects all aspects of life from family 
wealth and economic well-being, 
to education, access to healthy 
food, and health. The relationships 
between race, the police and the 
criminal justice system were  
also explored. 

Roundtable on Issues of Child 
Friendly Research 

It has been 30 years since the 
publication of the United Nations 
Convention on the Rights of the Child 
(UNCRC). This convention forms the 
basis of all of UNICEF’s work, and 
is the most complete statement of 
children’s rights ever produced, and 
the most widely-ratified international 

The Research Roundtable Programme 2019-21
Interdisciplinary research in the EDI arena
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human rights treaty in history. It 
covers all aspects of a child’s life 
and sets out the civil, political, 
economic, social and cultural rights 
that all children everywhere are 
entitled to. This Roundtable aims to 
build an interdisciplinary research 
base as part of the newly created 
Child Friendly Research Network at 
the University, which supports the 
2017 Children of Lincoln initiative 
– a children’s rights strategy for 
the city and county. Collaborations 
developing work around children, 
young people, and families more-
broadly are encouraged, as well 

as research into ‘child friendly’ 
approaches to working within 
academia, with consideration to care, 
relationships and work-life balance.

Roundtable on Issues of Migration 

Since the earliest times, humanity 
has been on the move. Some people 
move in search of labour or economic 
opportunities, to join family, or 
to study. Others move to escape 
conflict, persecution, terrorism, or 
human rights violations. Still others 
move in response to the adverse 
effects of climate change, natural 

disasters, or other environmental 
factors. Today, more people than 
ever before live in a country other 
than the one in which they were 
born. This Roundtable aims to foster 
collaborations between researchers 
from a range of disciplines 
(economics; politics, philosophy, 
language and communication 
studies; law; education; health 
sciences) which focus on issues 
of integration and diversity, 
trans-nationalism, temporary/
circular migration, migration and 
development, and migration flows.
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Academics are  
from Mars

Working together – differently

Professor Belinda Colston 
Director

Metaphorically speaking, 
practitioners and researchers are 
often planets apart – Venus and 
Mars. In the way they think, the way 
they challenge, their approach, their 
vision, their solution. Undoubtedly 
there is some common ground 
– usually misunderstanding, 
suspicion, a desire to keep at a 
distance, a lack of engagement 
with each other’s realities. If only 
these misunderstandings were 
resolved, and suspicions laid to 
rest, it would become abundantly 
clear how invaluable, how insightful, 
how disruptive, how transformative, 
practitioner–researcher 
collaborations will become.

Equality, Diversity & Inclusion (EDI), 
historically, has been bedded firmly 
within HR. As people-focused experts 
− even if not EDI practitioners per se 
– HR undoubtedly has a fundamental 
role to play. But the traditional 
approach to EDI – the mandatory 
training (not forgetting unconscious 
bias), the awareness-raising events, 
the initiatives that have been cut-and-
pasted from other organisations − is 
no longer enough. Over 30 years of 
significant investment in ‘traditional 
EDI’ has failed to create a fully 
diverse workforce. Enough.

Over recent decades, the EDI 
drivers in the UK have defined our 
landscape, and essentially taken EDI 
out of organisational hands. Athena 
SWAN has pushed gender equality, 
to the detriment of other under-
represented groups; the misguided 

alignment of Athena SWAN 
attainment with core institutional / 
research funding has succeeded in 
pushing the whole process far away 
from the underpinning principles; add 
in the Race Equality Charter – another 
EDI silo − and institutions are moved 
even further away from the holistic 
approach that is so imperative. 

Today, the Black Lives Matter 
movement and, to some extent, the 
COVID-19 pandemic, has brought 
the importance of EDI into much 
sharper focus. No longer can 
‘EDI’ be considered a synonym for 
‘gender equality’. No longer can 
other protected characteristics be 
neglected, nor considered less 
important. No longer can we fail 
to recognise the importance of 
intersectionality – gender  
equality and race equality  
are not mutually exclusive.  
Identities are multi-dimensional.

There is now a much broader 
understanding of the need for 
transformational and progressive 
EDI. Progressive organisations are 
beginning to ask questions, to seek 
solutions, to look for evidence of 
change, for impact. Now is the time 
for Venus to meet Mars. 

HR teams have a crucial role to 
play in ensuring that EDI strategies 
are adopted and implemented. But 
transformational and progressive 
EDI comes through research. To 
answer the questions, to find the 
solutions, to establish the evidence 
and the impact, there needs to be 
effective practitioner−researcher 
collaboration. It is disruptive thinking 
that will change the EDI landscape 
and influence the EDI agendas of the 
future. It is only through partnership 
that we will succeed.
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The Joint Equality, Diversity & Inclusion – JEDI − 
Partnership is the space where ‘Venus meets Mars’; 
a practitioner–researcher collaboration that will 
transform the way we ‘do’ and ‘think’ EDI at Lincoln.

Research at the Eleanor Glanville Centre is very much 
centred on transformational and progressive equality, 
diversity & inclusion. We are disruptive thinkers, making 
sustainable change in the EDI landscape. To use the 
outcomes of this research to inform how and what we 
do at Lincoln is central to our institutional EDI strategy.

The JEDI team is new, and its ambitions are 
progressive. It brings together leading EDI researchers, 
EDI experts in HR, the Organisational Development 
team, the Students’ Union, and the Communications, 
Development & Marketing team. Its role is to rethink 
EDI at Lincoln – to work together…differently – building, 
driving and implementing the University’s EDI agenda.

Jointly led by Belinda Colston and Ben Anim, JEDI 
provides a space where transformational and 
progressive EDI strategy is developed. It is also a 
central resource for staff and students across the 
University − increasing awareness and visibility of 
discrimination, making known our equality initiatives, 
giving insight to our progress against strategic 
equality aims & objectives, developing new research-
informed strategies and initiatives, and celebrating the 
successes of all our staff. 

JEDI works collaboratively with staff and student 
networks to develop and deliver the EDI agenda across 
the University, bringing a wealth of lived experiences to 
the creation of policies and initiatives that support the 
drive for an inclusive and diverse community. 

JEDI
The Joint Equality, Diversity 
& Inclusion Partnership

Professor  
Belinda Colston
Director, EGC

Ben Anim
Head of Equality, Diversity  
& Inclusion, HR

Tracey Laing
Organisational Development 
Manager, HR

Bailey Marchant
Vice President Campaigns  
& Environment,  
Students’ Union

Amina Akugri
Vice President International, 
Students’ Union

Laura Jones
Head of Content, 
Communications,  
Development & Marketing

Dr Nicole Fielding
Equalities Project Manager,  
EGC

Leila Lamoureux
Equalities Project Officer,  
EGC

Jacqueline Mayer
Head of Student Services and 
Deputy Director of Student Affairs

Rebecca Sanderson
EDI Research Assistant,  
HR

Subash Chellaiah
Multi-faith Chaplaincy 
Coordinator, Student  
Wellbeing Service

July 2019 saw the EGC host the 
University’s first interdisciplinary 
conference on intersex issues. 
Organised by PhD researcher Megan 
Walker, the conference offered 
an opportunity for people from all 
disciplines to come together to share 
their knowledge and expertise of 
intersex, to increase understanding, 
visibility and acceptance. 

People with intersex traits 
have naturally occurring sex 
characteristics which are considered 
to sit outside the binary norms 
associated with male and female 
bodies. Intersex bodies are 
frequently labelled ‘disordered’ 
and are subjected to treatment to 
‘correct’ aspects of the body which 
are not considered to fit within 
the notions of a ‘typical’ male or 
female body. Intersex has received 
a growing amount of attention since 
the early-1990s from a variety of 
specialists. The three-day event 

welcomed academics, students, 
activists, advocates, medical 
practitioners, legal specialists, 
authors, artists and interested 
members of the public, to raise 
awareness of intersex issues, and 
discuss the latest cutting-edge 
research from a broad range of 
specialisms, providing a safe 
space for intersex and non-intersex 
attendees to network in order to 
further the development of  
intersex knowledge. 

Keynote speakers included Dr 
Daniela Crocetti (Senior Research 
Fellow, University of Huddersfield), Dr 
Lih-Mei Liao PhD FBPS (Consultant 
Clinical Psychologist, University 
College London Hospitals & Honorary 
Reader, University College London), 
Valentino Vecchietti (Independent 
academic, intersex human rights 
campaigner and activist, writer 
and public speaker, London) 
and Del LaGrace Volcano (Artist, 
Activist, Educator, instigator and 
photographer for VISIBLY  
INTERSEX, Sweden)

IPI2019: 
Interdisciplinary 
Perspectives on 
Intersex
International conference shares knowledge on issues of intersex

Lincoln 17-19 July 2019
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LID2020: Lincoln 
Inclusion & Diversity 
Conference
Reflecting on an inclusive work  
place culture

Lincoln 19 February 2020

This February saw the first ever 
Lincoln Inclusion and Diversity Annual 
Conference (LID2020) take place at 
the DoubleTree Hilton on Lincoln’s 
Brayford Pool. The conference, 
hosted by the Eleanor Glanville 
Centre, focused on diversity and 
inclusion issues pertinent to higher 
education, raising awareness of the 
key issues impacting both students 
and staff, and highlighting research 
and initiatives underway across  
the University.

LID2020 gave delegates an 
opportunity to hear from, and 
interact with, thought leaders in 

diversity & inclusion strategy, policy 
and practice, and provided a space 
to consider, discuss, and share 
experiences on local challenges  
and interventive practices.

With opening remarks from 
Professor Liz Mossop, Deputy Vice 
Chancellor (Student Development 
and Engagement), the conference 
heard from key D&I research 
projects and initiatives underway at 
Lincoln. This included research into 
understanding and mitigating against 
BAME attainment gaps, the value of 
support networks, decolonising and 
embedding EDI in teaching curricula, 
and the University’s Equality Charter 
work. Two breakout sessions 

allowed delegates to participate in 
discussions around D&I challenges, 
reflecting on inclusive workplace 
culture, and on embedding and 
mainstreaming inclusive practice. A 
D&I research and initiative Showcase 
highlighted the breadth of activities 
across the University, and the 
emerging impact being observed.

The conference, attended by one 
hundred delegates from across 
all departments (academic and 
professional services), played a 
central role in Lincoln’s ‘bottom up’, 
co-creation approach to university-
wide D&I evaluation, where all staff 
work together towards diversity & 
inclusion goals for mutual benefit. 
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