
 

 

EDI Podcast One – How to Talk 

Jo 

Hello everyone and welcome to the first in a series of three 

podcasts for the Rebuilding Heritage programme about 

Equality, Diversity and Inclusion. Rebuilding Heritage has been 

funded by the National Lottery Heritage Fund and coordinated 

by the Heritage Alliance.  My name is Jo Hussey and I’m here 

today with Sally Ward, a consultant with EMBED.  We’ve been 

commissioned to produce three podcasts to support people in 

the Heritage Sector improve their working practices around EDI. 

EMBED and DCN, in partnership with the Rebuilding Heritage 

programme have already delivered two public webinars about 

implementing inclusive working practices in the heritage sector.  

These three podcasts are complementary to the webinars. 

The three topics we will be covering are 

• How to Talk 
• How to Start 

• How to Recruit 

Each of the podcasts – which are all about 10 minutes - can be 

accessed and listened to individually but you will probably find 

it easier to start with podcast 1 and work your way through.   



So, let’s get going.  Sally over to you. 

Sally 

Thanks Jo.  Hi everyone, I’m really excited to be talking to you 

today.  When I first started working in the world of Diversity and 

Inclusion, about 20 years ago, I remember feeling overwhelmed 

by what felt like a completely different language.  I wanted to 

say and do the right thing and definitely didn’t want to offend 

anyone but the fear of maybe inadvertently saying the wrong 

thing made me almost feel like saying nothing at all.  But as 

someone said to me, becoming more comfortable in the world 

of diversity and inclusion is like using a new muscle.  The more 

you use it, the easier it becomes. 

And things have moved on dramatically in the last 20 years and 

the language we use around inclusion has also changed.  This 

podcast will take you through some of the do’s and don’ts and 

explain the “why not”.  Hopefully, by the end of it, you will feel 

more confident talking about inclusion. 

Language – wherever and however we use it – has the ability to 

build relationships and make connections.  However, it can 

equally create barriers and negatively impact on someone’s 

sense of belonging.  And a sense of belonging is at the heart of 

what Equality, Diversity and Inclusion is all about.  Being able to 

be part of an organisation where everyone is free to be their 

wonderful rich mix of human difference; where their opinions 

matter and they feel safe and valued. 

Jo 
So, what do the words Inclusion, Equality and Diversity actually 

mean and how should we use them 



 

If we take them in the order they work in, we’ll start with 

Equality.  Since these are definitions, they might sound a bit dry, 

but bear with me, Jo. 

Equality in the workplace means equal job opportunities and 

fairness for all employees and job applicants. 

You must not treat people unfairly because of reasons 

protected by discrimination law called protected characteristics, 

for example, because of a person's sex, age or race. 

Diversity is the range of people in your workforce. For 

example, this might mean people with different ages, religions, 

ethnicities, people with disabilities, and both men and women. 

It also means valuing those differences. 

An inclusive workplace means everyone feels valued at work. It 

lets all employees feel safe to raise issues, share different 

opinions or ideas and to be empowered to try to do things 

differently.  This also means it doesn’t matter where you are 

working or how you are communicating with colleagues, 

everyone should feel valued. 

As someone said, diversity is being asked to the party; inclusion 

is being asked to dance. 

Jo 

OK, that makes sense to me. But what about the specific terms 

people use for diverse characteristics or groups of people.  

When should we use them and how?  How can I feel confident 

about when to use each term?   

Sally 

Great question Jo; this is when we start to get down into the 

detail of inclusion.  As I mentioned at the beginning, language 

has the ability to unite us and to divide us.  We need to 

remember that each individual is a person and to put the 



person first, not their characteristics.  Doing this keeps the 

individual as the essential part rather than using their 

characteristics to define them.  For example, we wouldn’t say “a 

blind woman” – it would be better to say, “a person who is 

visually impaired”.   

Jo 

When I was talking to a colleague of ours recently, she said to 

me when we talked about the use of BAME as a descriptor, I am 

not an acronym, I am a person and that really stuck with me.   

Sally 

Absolutely, it all comes back to seeing the individual, not their 

circumstances. 

One of the phrases in use now rather than BAME is people of 

colour.  It’s perfectly ok to name a group of people, for example 

Syrian refugees or the Somali community, as long as it’s relevant 

for your place of work and your local community.  

Jo 

Sometimes, I’ve been in meetings where people used the term 

“Hi guys” as a catch all hello.  But this can imply the person is 

saying everyone is male, which can be offensive.  It’s much more 

inclusive to say “Hi everyone”. 

Sally 

Absolutely.  Once you start thinking about the language you use 

to describe people, especially those in a protected 

characteristic, it can really begin to help you actively choose 

more inclusive language. 

Idioms or jargon can be really difficult for people whose first 

language isn’t English.  Your message – whether verbal or 

written – is much more likely to be understood using words 

rather than phrases. 



If you remember at the beginning of the podcast, we talked 

about looking at the person, not their situation.  This can be 

especially important when speaking or writing about disability. 

 

Jo 

I’ve seen in the media the description “confined to a 

wheelchair” or “a person suffering from ….” Or “a person 

afflicted by …”   

Sally 

These expressions are designed to be emotive and generate a 

certain feeling in the reader or listener.  It is much better – and 

more inclusive – to say a wheelchair user or a person with ….  

These phrases are much less emotional and more descriptive of 

the person or the situation.   

Using gender neutral language is also important.   Rather than 

he/she, it’s better to use you, they, them.   This way you can 

avoid causing offence because of gender bias. 

Jo 

Ok, that all makes sense.  But what should you do if you don’t 

know what language is appropriate – can you ask someone to 

clear up any misunderstanding?  When is it appropriate to do 

that? 

 

Sally 

Rather than cause offence by using inappropriate language, it is 

absolutely fine to ask a particular group or an individual what 

words to use.  Remember you are creating a culture in your 

business that supports those who are genuinely trying to get 

better at D&I, the language and what it’s all about.  Providing 

honest feedback to someone if they have inadvertently used the 

wrong word shows people that the business is serious about 

changing the culture.  It means having open conversations, 

stopping when an exchange leaves someone feeling offended 



to understand why.  It also means showing empathy to 

someone who’s views and opinions are different to yours. 

Using “politically correct” language can make people who are 

new to this subject feel like they are “tiptoeing around” hoping 

not to make a mistake.  We all need to support each other – 

wherever we are on the journey. 

Jo 

An interesting question I read the other day was “is the word 

diversity falling out of favour because it is the language of 

difference rather than inclusion”?  What do you think about that 

Sally? 

Sally 

I don’t think the word diversity is falling out of favour, but I much 

prefer the word inclusion.  It is a much more positive word that 

equality or diversity.  At it’s core it means we need to not just 

tolerate but also to accept.  It all comes back to creating an 

environment where everyone can be their best selves. 

Jo 

Language around Equality, Diversity and Inclusion is constantly 

changing.  What can you do about that?  What happens if you 

thought a phrase or a word was “ok” to use but suddenly it’s 

not?  How can you stay up to date with language that’s 

changing all the time? 

Sally 

As I’ve said, we are all on a journey.  I am still learning about EDI 

every day, even though I have been immersed in it for 20 years.  

Make a point of reading or listening to a cross section of 

information about diversity and inclusion.  There are a number 

of podcasts such as The Diversity Gap 

https://www.thediversitygap.com/podcast-1 and Racism at 

Work https://podcasts.apple.com/gb/podcast/racism-at-work-

podcast/id1471383724 that you’ll find helpful.  And they don’t 

have to be work oriented.  Try Fearne Cotton’s Happy Place 

https://www.thediversitygap.com/podcast-1
https://podcasts.apple.com/gb/podcast/racism-at-work-podcast/id1471383724
https://podcasts.apple.com/gb/podcast/racism-at-work-podcast/id1471383724


http://www.officialfearnecotton.com/happy-place.  Keep 

yourself informed about current thinking.  Have the confidence 

to ask questions – or if that’s not possible, get on-line and see 

what other people are saying. 

Jo 

Great.  Sally, thank you for taking part in this podcast and thank 

you to everyone who has been listening.  We hope you’ve 

enjoyed our conversation today.  The links to the podcasts Sally 

mentioned will be available in the podcast notes. 

The next podcast in the series is “How to Start”.  Until then, 

goodbye. 

 

http://www.officialfearnecotton.com/happy-place

