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No indication of chilling effects or freedom of speech restrictions
Practical guidance for writing Your Equity, Diversity and Inclusion (EDI) PDR Objectives – Equity, Diversity and Inclusion
EDI Objectives:
There is a potential chilling effect here, so the paragraph has been tweaked slightly to avoid this:
“As part of our strategy, the University is committed to promoting equity, diversity, and inclusion (EDI) and aims through an anti-discriminatory approach to remove barriers that prevent individuals from thriving. We encourage colleagues to consider how their work can contribute to these goals in ways that align with their role and responsibilities. Setting an EDI-related objective in your PDR can be a helpful way to support this commitment, but objectives should focus on professional development and practical actions rather than personal beliefs.”
Slight tweaks to the objectives based on the three examples provided:
Example 1: Frame as “Develop confidence and skills to manage classroom dynamics and uphold institutional values”
 Example 2: Emphasise “Periodically review and audit recruitment practices and materials Ensure fair and transparent recruitment practices”
 Example 3: Focus on “Improve cultural competence to create inclusive environments”

Objective 1 Actions:
Rewritten to avoid a chilling effect:
Suggested actions to support this objective:
· Explore resources on Bystander Intervention to build confidence in addressing inappropriate behaviours when safe and appropriate
· Consider informal conversations with your team about approaches to creating respectful learning environments and share experiences
· Take up opportunities for training, such as Inclusive Practitioner workshops, and reflect on how the learning applies to your teaching practice
· Periodically review your progress and note any areas for further development
· Invite feedback from students on whether they feel the learning environment is fair and inclusive, using open and constructive dialogue.

Objective 2: Actions to ensure this objective is successful.
These actions can be rewritten to avoid a chilling effect that comes through in the original paragraph:
Suggested actions to support this objective:
· Encourage all panellists to complete HR recruitment training to strengthen fair and consistent practices
· Provide optional resources and workshops on inclusive recruitment and understanding bias in decision-making
· Share the Belonging and Inclusion online resource as a tool for those who wish to deepen their knowledge
· Invite feedback from candidates to understand their experience and identify areas for improvement
· Periodically review recruitment data to monitor trends and inform evidence-based actions.
Objective 3: Actions to ensure this objective is successful
Slight tweaking:
Suggested actions to support this objective:
· Share the Belonging and Inclusion online resource and encourage staff to explore it at their own pace
· Offer opportunities for managers and staff to attend relevant Learning and Development workshops, such as Disability Confidence, if they wish to deepen their understanding
· Create spaces for colleagues to share how valued they feel and discuss ideas for improving team culture
· Promote EDI events advertised in university-wide communications and make it easier for staff to attend during work hours where possible
· Consider voluntary cultural awareness activities that celebrate diversity and invite participation
· Highlight Inclusive Manager training sessions as an option for managers who want to strengthen their leadership approach
· Schedule time to review questionnaire results collaboratively and agree on next steps together.
Career Objectives
Only slight tweak here and it’s the verb “stretch” this may be viewed in a compulsory way, i.e. people have to be stretched.
“Setting development or performance objectives that support your aspirations and, where appropriate, help you grow professionally or explore new areas of experience.
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Performance and Development Review Page:
There are some potential chilling effect risks:
1. Mandatory tone: 
“There is an expectation that for everyone.” This could feel coercive or oppressive, especially as there are sensitivities around EDI objectives and the political climate we are in.  I would recommend using the verb “encourage” moving forward.
Suggested Tweaked Version
“We encourage colleagues to include objectives that support their development and the University’s strategic priorities. These may include:
· An EDI-related objective relevant to your role and responsibilities.
· A ‘stretch’ objective to help you explore new skills or broaden experience if you wish.
· A behavioural objective aligned with our shared values (Adventurous, Authentic, Creative, Collaborative & Responsible) to enhance team and organisational performance.
This helps to avoid interpretation of you are commanded to act in a given way
Summary
Reworded:
This blog has focused on practical ways colleagues can contribute to creating an equitable and inclusive environment, where diversity is valued and people from all backgrounds have the opportunity to succeed and feel represented across the University. Objectives are there to support professional development, align with institutional priorities, and respect individual choice and academic freedom.

Things to Talk about
Couldn’t see anything that looks chilling on this page

EDI Objective examples based on EDI resources:
· Build confidence in managing classroom dynamics to foster an inclusive learning environment
· Improve fairness and transparency in recruitment for senior roles.
· Enhance cultural awareness and inclusion within the team.









