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'The University of Edinburgh is committed to embedding appropriate Equality and Diversity considerations into all aspects of its work. This innovative project initiated by our Leadership Foundation Fellow will ensure that future senior staff always take Equality and Diversity issues into account as they develop new plans.'

Professor Sir Tim O’Shea, Principal, University of Edinburgh
The purpose of this project was to investigate international models of good practice for embedding diversity considerations into core business planning through our leadership development programmes.

The approach that we adopted involved the appointment of a Research Assistant who prepared a detailed project plan, conducted a literature search, organised a research trip to Harvard, Cornell and New York Universities and carried out the data analysis and report writing phases of the project. 
Early in 2007 the project team was extended to cover the University of Edinburgh as well as City University, with the move of the Project Leader to a new role at Edinburgh. This also had the benefit of broadening the expertise available within the project team and allowed greater scope for piloting and running the outputs from the project in two contrasting environments with different missions, strategic priorities and business goals.
Interestingly, our research revealed that neither the UK nor the US programmes had embraced techniques for embedding diversity into our approaches to business planning. We believed that it would be important to establish the degree to which institutions and their leaders were ‘diversity competent’. We developed a Diversity Diagnostic Survey in conjunction with an organisation specialising in diversity issues to assist institutions assess their competence in these areas and use the information gathered from the survey to inform the content of future leadership development programmes.  The survey is currently being piloted and will be rolled out across both Edinburgh and City this term.
The main aspects of the project that went well were the appointment of a Research Assistant which made the development, planning and implementation of the project manageable and achievable. Also, having a project mentor was immensely useful and provided valuable advice and guidance early on in the project to help inform the topics covered on the research trip to the US. Extending the project to two HEIs provided an excellent opportunity to see how our approach would work in different HEIs with very different missions, cultures and structures. Perhaps the most satisfying aspect of the project  was the opportunity to review and revise our original plan to accommodate the research findings that we had made, which opened up entirely new avenues and ideas to us that we could not have contemplated at the outset of the project.

The main purpose of our development work will be to help leaders embed diversity considerations into their business planning to cover both academic and service provision. To this extent, it will be some time before we can evaluate the true impact of our initiative on the organisation in terms of how it has changed or affected organisational culture, the performance of the business or people’s behaviours. However, the fact that such a project is supported by the Universities’ most senior management and that they are ensuring that they are directly involved with its development and implementation is testimony to their commitment to fostering a culture that is much more sensitive to diversity issues and that these are seen as important to the business.

In terms of our success in meeting our original project plan, we actually decided to depart from it in the light of our research findings. Whilst we did not deliver the original outcomes planned, which had an impact on the project timeline, we believe that we have produced a more innovative model in the form of a survey that may be of greater use to the sector because it is more generic and can be tailored to meet the mission, strategic plan and diversity objectives of individual institutions. We had set out to produce a new leadership development programme, which we will still do, but based on a more robust body of information, which, in itself, represents an important cultural change in our approach to leadership and diversity.
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