
D&I Dimensions 
Overview 
 

In looking at creating a more inclusive environment at EUR, there are several different but interconnected 

dimensions to consider. These expand the breadth and depth of EUR's current perspective and will serve as the 

thematic priority areas in D&I. They also outline EUR's current understanding and intended positioning on these 

issues. 

 

The D&I dimensions this strategic plan outlines are: 

• Age 

• Wellbeing and Disability 

• Ethnicity 

• Religion and Belief 

• Widening Participation 

• Gender 

• Gender Identity and Reassignment 

• Sexual Orientation 

 

Underpinning the approach taken is one of ‘Intersectionality’. 

 

Intersectionality 

 

For example, a woman may be excluded based on ethnic background from jobs designated for women; at the 

same time, they may be excluded from jobs reserved for men. In effect, these women are specifically excluded 

as minority ethnic women as there is no role for applicants with their ethnic and gendered profile. 

 

Consequently, it is important to pay attention to all these dimensions together, and not to give specific focus 

onto just one aspect. This is especially true in how we communicate, making sure that we are respectful to the 

multiple identities of our stakeholders.  

 

Regardless, being able to succinctly identify the problems to target and the correct social groups in which to 

communicate effectively with, always begins with taking a considered evidence-based approach. This inevitably 

starts with taking a robust evaluation of our current organisational position in all these facets. Primarily though 

the consistent and regular acquisition and use of data. 

 

Age 

There are clear imperatives for focusing on age as a D&I dimension. Older workers are a growing demographic, 

and soon will be (if not are) a critical mass of the potential workforce. On an inclusion side, encouraging lifelong 

learning has an important inclusion effect, helping to valorise knowledge and sharing perceptions between 

generations. It also widens the social impact of the university, allowing it to have a continuing influence on the 

social environment. This can be through younger students learning how to communicate more effectively with 

older colleagues, which in time can help their future adjustment to the labour market and working with 

generational differences in the workplace. 



Nevertheless, younger staff and students may also suffer from age discrimination, such as unjustified 

requirements that are harder to meet, this is also an aspect D&I should have an overview of. 

Wellbeing and Disability 

The definition of 'Wellbeing' means viewing it as not merely an absence of physical and mental illness. Instead, 

it means a state of physical, emotional and mental health where individuals can engage meaningfully in their 

learning or work and be able to contribute to the wider community.  

An inclusive and caring community also requires the positive promotion of good health and wellbeing (social, 

physical and mental) as the foundation for success (professional and academic). It is not only for EUR to solely 

focus on training the mind but also in promoting the importance of wellbeing across the institution as a whole.   

Wellbeing is personal and multifactorial but typically includes: 

• Feeling socially connected 

• Possessing a sense of direction and belonging 

• Satisfaction of personal achievement 

• Low levels of anxiety 

Outcomes include: 

• Removing stigma in disclosing mental/physical health difficulties. 

• Promoting inclusive learning, disability awareness for staff and other service providers. 

• providing a safe and healthy environment to work and learn in (so taking measures against stress for 

students and staff) 

• Offering dedicated information to groups requiring additional support (LGBTQ students dealing with 

‘coming out’, students with functional impairments). 

• Having a coordinated approach to student wellbeing, involving student advisers, academic staff. 

• Removing direct and indirect discrimination or harassment based upon disabilities within the 

institution. 

Disability as a term forms a part of overall wellbeing approaches. 

Race and Ethnicity 

 

EUR’s approach in this dimension whilst the concept of ‘race’ is typically not used in socio-political debates in 

the Netherlands. Its concept and how it is distinct from ethnicity is an important distinction to make.: 

 

Race generally refers to “several very broad categories that people are divided into that are biologically arbitrary 

yet considered to be generally based on ancestral origin and shared physical characteristics (especially skin 

colour)1. 

 

Meanwhile, ethnicity generally refers to person’s cultural identity, which may or may not include a shared 

language, shared customs, shared religious expression, or a shared nationality (especially outside that nation’s 

borders). 

 
1 Equality Legislation, Advance HE https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation 

https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation


 

D&I’s approach towards Race and Ethnicity as a D&I dimension begins by acknowledging five guiding principles: 

 

Racial and ethnic inequalities are a significant issue within higher education. Racial inequalities are not 

necessarily overt, isolated incidents. Racism is an everyday facet of society, and racial inequalities manifest 

themselves in everyday situations, processes and behaviours. 

 

Higher education in the Netherlands cannot reach its full potential unless it can benefit from the talents of the 

whole population and until individuals from all racial and ethnic backgrounds can benefit equally from the 

opportunities it affords. 

 

In developing solutions to racial inequalities within EUR, it is crucial that they are aimed at achieving long-term 

institutional culture change, avoiding a deficit model where solutions are aimed at changing the individual. 

 

Minority ethnic staff and students are not a homogenous group. People from different ethnic backgrounds have 

different experiences of and outcomes from/within higher education, and that complexity needs to be 

considered in analysing data and developing actions. 

All individuals have multiple identities, and the intersection of those different identities should be considered 

wherever possible2. 

Many members of the EUR community chose EUR as well as the Netherlands as a place to study and work due 

to its reputation for ethnoreligious tolerance. Maintaining and expanding this reputation is a key aim for EUR.  

 

Religion and Belief (Perception) 

 

EUR is a secular higher education institution that retains a commitment to religious equality. It does not have 

any religious affiliation or endorse any denomination or faith. The university respects all religious and 

philosophical beliefs, as well as the lack of religion or belief, and the right of all members of its community to 

discuss and debate these issues freely. 

 

Nevertheless, it is essential to recognise that despite EUR being a fundamentally secular institution, that the 

spiritual and moral systems that religions and beliefs offer can often be of fundamental importance to the 

wellbeing of many in the EUR community. Religious rituals, such as dress, diet and prayer, can be an integral 

part of religious life for members of the EUR community. It is essential that, where reasonably practicable, the 

needs of our community from all religious backgrounds, and those with no religious affiliation, are met. It is also 

important to be clear when the needs of religious students and staff may impinge upon the needs and freedoms 

of others, and therefore cannot be accommodated. 

 

In addition, it is crucial to recognise that harassment can still occur based on religious grounds for a variety of 

reasons, for example: 

• on the grounds of a person’s belief or non-belief 

• on the grounds of the belief or non-belief of someone with whom they associate 

• to join or leave a faith 

• to express or not express their faith 

• because they have changed or renounced their religious/belief allegiance 

 
2 Equality Legislation, Advance HE https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation  

 

https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation


 

This recognition extends to non-religious beliefs also. 

Furthermore, EUR recognises the right to freedom of thought, conscience and religion. These rights are absolute, 

but manifestations of these beliefs are not. The right to manifest a belief may be qualified by the need to show 

respect for the differing worldviews, lifestyles and identities of others. EUR has an over-arching responsibility to 

promote pluralism and tolerance and should intervene in cases where manifestations of a belief constitute 

harassment or create conflict that goes beyond open and reasoned debate.  

Widening Participation 
 

This dimension ensures the representation of individuals from backgrounds that are not well represented in 

student and staff bodies. These would typically be groups and individuals who are: 

• from a first generation to consider higher education 

• from low socio-economic groups 

• attending schools of low progression 

• living in low-participation neighbourhoods 

• mature students from the above groups 

EUR is already working extensively with schools and colleges where relatively few students progress to higher 

education and those who will be the first generation of their families to go to university. These are individuals 

who in future will be the important role models for their peers around them.  

Widening participation has typically been used to involve individuals from traditionally underrepresented groups 

such as individuals from minority ethnic backgrounds. However, it must also be adaptable to social groups that 

are increasingly underrepresented in higher education, such as majority ethnic (white) males from a working-

class background. 

Gender 

Crucial to understanding EUR’s perspective in this area is the difference between ‘Sex’ and ‘Gender’. In short, 

gender describes the characteristics of women and men that are socially constructed, while sex refers to 

biologically determined characteristics. Most individuals are born female or male but learn to be girls and boys 

who grow into women and men. This learned behaviour makes up gender identity and determines gender roles. 

Regardless of sex or gender EUR believes fairness and justice in the distribution of benefits and responsibilities 

between all individuals regardless of sex or gender. 

EUR considers gender to consist of three related aspects:  

• gender roles, socially constructed norms and behaviours which are essentially based on stereotypes 

associated with the sex assigned at birth;  

• gender identity, which is a person’s internal perception of their identity; and 

• gender expression, which is the way a person lives in society and interacts with others.  

Advancing all aspects of gender equality within our institutions, institutes and departments, is a key objective. 

EUR understands the advancement of gender equality as removing the structural barriers, including – social, 



cultural and economic barriers- and addressing the gendered norms and stereotypes that prevent students and 

staff from achieving a sense of safety and achieving their full potential.  

This process begins by taking a considered evidence-based approach, starting with a robust evaluation of our 

current organisational position, this can be achieved through a gendered analysis3. 

A 'gendered analysis' focuses on the different experiences of men and women and the reasons behind them – 

it is a tool of identifying issues and developing solutions to benefit the unequal or underrepresented gender 

within that context, this is one approach EUR will look to employ.  

Furthermore, 'applying a gender lens', institutions and departments should in time demonstrate that they 

recognise existing or potential biases or imbalances, and that they are deliberately considering and examining 

the gendered implications of data trends and any resulting action. 

EUR has taken significant steps to address its notable gender disparities within staff in leadership positions, and 

there is more that can be done to tackle this issue adequately. EUR is fully committed and will eagerly pursue 

compliance with national guidelines on gender representation at the highest levels. 

Gender Identity, Expression & Reassignment 

 

EUR's position on this is informed by best practice that is provided by the UK's Equality Challenge Unit: 

“The different aspects of gender have typically been understood as binary: male and female, men and women. 

However, gender does not represent a simple binary choice; it is more fluid. A person's gender is self-determined 

by their subjective perception, identification and experience. Therefore, a person's gender identity may not be 

the same as the sex the individual was registered as at birth. It may also change over time.4”  

This area is which has typically not been well provisioned in HE nor within many organisations. EUR believes 

everyone should be free to express their sense of identity within the institution. Consequently, a separate 

dimension of gender identity and gender reassignment is an important area in which EUR should be aware of 

and make adequate provision for. The aim of this dimension is twofold: 

 

• Specifically, to protect and make provision for trans people who propose to undergo, are undergoing, 

or have undergone a process (or part of a process) of having their sex reassigned.  

 

• However, also to engender an environment where individuals are comfortable in displaying their 

gender identity without fear of marginalisation. 

 

Sexual Orientation 

This dimension refers to an individual's conception of themselves concerning their sexuality, sexual orientation 

refers to emotional, romantic or sexual attractions toward another sex, the same sex, both or all sexes, or having 

no attractions, and sexual behaviour refers to actual sexual activity performed by the individual. These may or 

may not be in line with each other. Sexual orientations include lesbian, gay, bi or bisexual, heterosexual/ straight, 

 
3 Equality Legislation, Advance HE https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation  

 
4 Equality Legislation, Advance HE https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation  

https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation
https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation


asexual (ace), grey-asexual (grace) or demisexual (demis), pansexual, queer, undefined or questioning. These 

are explained further in a D&I glossary to be included later. 

For many, and particularly students, university is considered a place where they feel that they can truly define 

their adult sexual identities, away from the school and family contexts of childhood where homophobia, 

biphobia and transphobia has often been an issue. In addition, even if they were not present, student life is a 

frequently a place for individuals to discover and develop their adult life and identity 

Whilst the Netherlands and EUR have an excellent track record in supporting LGBTQ+ rights and in supporting 

anti-discrimination against the LGBTQ+ community. It remains that LGBTQ+ members of EUR face unique and 

specific challenges that require targeted and dedicated support; this is on top of the continued need to reduce 

the impact of abuse, bullying, discrimination and the fear of discrimination.   

Also, the semi-invisible nature of LGBTQ+ identities can also pose unique challenges. Many people, who are not 

necessarily homophobic or transphobic, can nonetheless unwittingly contribute to excluding LGBTQ identities 

from the classroom or elsewhere. They may know enough about LGBTQ issues to avoid saying something 

incorrectly but, precisely because they are afraid of getting it wrong, they prefer to say nothing, hence further 

reinforcing the invisibility of the identities, or failing to challenge exclusionary language5. 

Finally, many students from an international background would have made an active choice to study in the 

Netherlands and other socially liberal countries away from a harsher legal and cultural environment in their own 

countries. However, even in the Netherlands, there are a growing number of domestic students, who also make 

university choices based on the respective institutions' openness to LGBTQ matters. It is essential EUR is seen as 

an attractive choice for prospective staff, students and other service personnel. 

 
5 Equality Legislation, Advance HE https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation  

 

https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/equality-legislation
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