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10 YEARS OF EDI
The highs and the lows!







My 
background 
and role at 
the RAS



RAS diversity and inclusion

• 1820, 1916, 2020


• Women in Astronomy group/CDAG to support Fellows


• New to me, but new to them too!


• Writing policies (safeguarding, EDI), other documentation, Code of Conduct etc.


• Lots of training, attending conferences, learning and implementing.


• One off events, partnerships, annual ‘days’.


• Some surveys and analysis including membership demographics 


• Some support mechanisms e.g. harassment hotline.



New initiatives

• LGBT+ physical sciences network and survey


• Celebrating Black History 


• Decolonisation of resources


• Staff training annually


• Relevant articles and focus in membership magazine


• Social media campaigns





RAS200

• 2013: Society made investment of £1 million in outreach and engagement projects, to 
commemorate 200th anniversary in 2020 

• Two rounds of funding, 2015 and 2017, projects expected to run for at least five years 

• Partners to reach groups previously not well served with Astronomy and Geophysics 

• All projects community-led: academics input on subject content, but methodology of 
delivery led by audience expert partners 

• ~150 total applications









Legacy

• Recognise the wider outcomes that can arise 
through engaging with communities outside 
traditional reach.


• Prioritise and specify target audiences through 
future strategy.


• Disseminate learning to other STEM stakeholders.

• Explore potential research into this area of impact.



Bullying and Harassment 

Reactive - case by case basis - Fellows coming to us.


Led to:

• New RAS website - diversity section and anonymous reporting, 

diversity monitoring forms attached to every application form

• Working with Prospect Union and other useful partnerships

• Case by case basis were still occurring

• Harassment and bullying survey and results:







Preventative measures
“Do you think your employer takes sufficient action to prevent bullying 

and harassment or unwanted behaviours at work?”


37% of all respondents said yes to this, 33% said no, and 27% said they were not 
sure (3% responded with ‘other’)

•Unclear reporting procedures at many institution

•Supervisor relationships make reporting/whistleblowing difficult

•Policies aren’t there to protect staff or prevent bullying and harassment, they are there to 

cover organisations’ backs

•Those in positions of power and influence are perceived as ‘invincible’ and are not 

punished; many perceived that there were no sanctions for those who secure large 
grants for their universities



Preventative measures
“Do you think your employer takes sufficient action to prevent bullying 

and harassment or unwanted behaviours at work?”


• 37% of all respondents said yes to this, 33% said no, and 27% said they were not sure (3% responded with ‘other’)



Recommendations and actions

• We created a series of recommendations that can be actioned by individuals, by managers 
and workplaces, and by organisations and associations.


• More explicit permission is needed to enable individuals to act, report, or disclose when harm 
is done. This permission is useless if those involved cannot also trust that this will be acted 
upon, and received with the support it requires.


• To that end these recommendations are suggestions for how we might build that sense of 
permission and trust, focusing on three critical areas: prevention, reporting and 
accountability. 

• It is our intention that by enacting these recommendations, we can all make headway 
towards a safer and more inclusive workplace.





What can RIs do?
• Use any resources you can.

• EDI role in Senior Management Team.

• Lead by example, educate senior managers.

• Actively look at workload with staff who are more likely to experience bullying.

• Actively check in with staff who are more likely to experience bullying.

• Engage views of staff and students in multiple ways.

• Support embedding inclusivity (inc. assessments, curriculum, review awarding gaps).

• Role modelling - posters representing a diversity of excellent scientists.

• Fellowship application feedback, mentors for all PGR students outside their group.

• Clear signposting - dignity at work contacts and staff with wellbeing training.

• Collect data and use it. Feedback to staff regarding cases.

• Support EDI staff to able to present their work at meetings.

• Evaluate the EDI experience after large conferences and meetings.

• Consider self nomination without a reference for awards.

• Continue to engage with the community - seek out unheard voices.
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Thank you!


Any questions?


saturnsheila@herplaceforspace.com
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