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Developing a Consciously Inclusive Recruitment 

Culture - Impact/Effort Matrix Analysis 

In the context of enhancing Equality, Diversity, and Inclusion (EDI) within an 

organisation, particularly in the sports sector, employing a project management 

framework can significantly streamline initiatives.  

Utilising an impact/effort matrix allows us to effectively prioritise and 

systematically plan EDI strategies.  

Below is a detailed analysis and strategic execution plan which includes 

prioritising tasks based on an impact/effort matrix and conducting a risk 

assessment. 

High Impact, Low Effort 

1. Inclusive Language in Job Postings: Quickly implementable and has 

profound impact on attracting diverse candidates. 

2. Anonymised CVs: Simple to implement with existing HR systems and can 

significantly reduce unconscious bias in early screening. 

3. Regular Feedback and Surveys: Easy to set up via digital tools to 

continuously gauge and improve employee satisfaction and inclusivity. 

High Impact, High Effort 

1. Developing Training for Hiring Teams: Requires time and resources to 

develop effective training but crucial for long-term EDI success. 

2. Diverse Panels in Hiring Process: Might need significant restructuring 

and training but crucial for fair candidate evaluation. 

3. Integrating EDI in Corporate Strategy: Broad, organisation-wide 

integration needs substantial effort but aligns all business processes with 

EDI goals. 

Low Impact, Low Effort 

1. EDI Statements on Website/Social Media: Relatively easy to draft and 

publish but often only provide superficial impact without supporting 

actions. 
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Low Impact, High Effort 

Systematic Plan for Execution 

Phase 1: Quick Wins (1-3 Months) 

• Task: Implement inclusive language in job postings and anonymised CVs. 

• Execution Steps: Update HR guidelines, train recruiters, and adjust HR 

systems. 

• Risk Assessment: Resistance from HR, needing training on new systems. 

Phase 2: Structural Adjustments (3-6 Months) 

• Task: Establish diverse hiring panels and regular feedback mechanisms. 

• Execution Steps: Identify and train diverse staff members for panels, 

implement digital tools for surveys and feedback. 

• Risk Assessment: Difficulty in finding diverse panellists, potential 

pushback on continuous feedback culture. 

Phase 3: Strategic Overhaul (6-12 Months) 

• Task: Develop training for hiring teams on EDI, integrate EDI into 

corporate strategy. 

• Execution Steps: Develop comprehensive training modules, align EDI 

objectives with business goals. 

• Risk Assessment: Financial and time resources, potential resistance at 

executive levels. 

Phase 4: Long-Term Integration (1 Year+) 

• Task: Extensive EDI data collection and analysis systems. 

• Execution Steps: Implement advanced HR analytics tools, train teams on 

data interpretation. 

• Risk Assessment: High initial costs, complexity of data systems, need for 

consistent data interpretation skills. 

Each phase should incorporate elements of coaching and mentoring to assist 

team members in adapting to new practices and achieving proficient 

understanding of EDI imperatives.  
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Regular check-ins and iterative adjustments based on feedback and emerging 

trends should be embraced to ensure continuous improvement and adaptation 

to changes in the demographic and cultural landscapes.  

This phased approach facilitates the gradual buildup of an inclusive culture, 

mitigating risks and resistance effectively while maximising impact. 

 


