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Somerset Cricket’s ED&I Action Plan 

2024 Annual Progress Report and Updated Plan 

 

Introduction 

We, Somerset County Cricket Club and 
Somerset Cricket Foundation (aka 
Somerset Cricket), introduced our Equity, 
Diversity and Inclusion Strategy (2023-
2025) in January 2023 with the ambition to 
transform our practice and culture, 
deliver services which are fair and 
accessible, and ensure all our 
environments are inclusive and 
welcoming to everybody who wishes to 
participate in cricket, in whatever way 
they choose.  

Much has happened within this space in 
the past 15 months, (a highlight to the 
year was being named a ‘Leading 
Organisation’ in ED&I from the ECB in 
relation to the work we have undertaken 
within the CPA standards), and as part of 
our strategy, we committed to reporting 
publicly each year on our progress. And 
whilst we are on an improvement journey, 
it’s important to acknowledge that we’re 

not starting from a blank sheet. We have 
a wealth of activity that provides a firm 
foundation for us to progress even further 
on this critical agenda. 

At the heart of our approach is the need 
to pay attention to strategic enablers that 
are evidenced to improve operational 
and cultural characteristics of 
organisations. These, alongside their 
accompanying objectives and actions are 
detailed below, with the progress we 
have made against them. In addition to 
the progression of our strategy, we have 
delivered in a number of other areas 
which are expanded on in this report.  

This report also includes an updated 
action plan for 2024 -25. We have 
incorporated a review of the ICEC report 
within this refreshed plan, and our 
Inclusion Advisory Group has supported 
us in determining our key objectives to 
focus on this year. 

 

Progress Report: the objectives and actions associated with our 
strategic enablers 

1) Demonstrable leadership at all levels 
 

Leadership and direction are amongst 
the most critical components when 
progressing to make a positive impact on 
EDI within any organisation. 
Demonstrable and committed leadership 
on EDI, at all levels, is key to constantly 
improving on this agenda. 

Objective: Ensure leaders demonstrate 
commitment to EDI, role-modelling and 
driving the right behaviours and actions 
across the organisations to develop and 
sustain a fully inclusive environment and 
culture. 
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Action 1: From January 2023, evidence of 
demonstrable leadership activity on EDI 
will be embedded as a key objective for 
each member of staff and progress 
monitored within the annual 
appraisal process. 
 
Progress report: All colleagues with 
leadership responsibilities across both 
the Club and Foundation were given the 
objective to complete the intensive 
Inclusive Leadership Programme 
delivered by Inclusive Employers. All 
colleagues achieved this objective.  

At the end of 2023 we redesigned and 
implemented a new performance 
management system with competency 
framework for all colleagues to align 
with. One of our competencies is 
‘Inclusion Orientated’ and we require 
colleagues to ‘understand and value 
equity, diversity and inclusion 
approaches and work openly with all 
people, regardless of identity or 
characteristics.’ In 2024, all colleagues 
have an objective set to ‘familiarise 
themselves with the Competency 
Framework, working towards embedding 
it in their daily work and reaching the 
proficiency levels required for their role in 
year one.’ They will be measured on each 
competency within the framework across 
the year, with a final assessment as part of 
their 2024 appraisal.  

Action 2: By March 2023, we will review 
and relaunch our organisational values, 
embedding inclusivity at the heart of 
what we stand for and believe in and do. 
 
Progress report: SCCC organisational 
values were launched in September 
2023, following a robust process and 
engagement with various stakeholders. 
Our focus across all the Values has been 
to ensure we embed the right attitudes 
and behaviours in our activities across 

Somerset. All colleagues have signed our 
new code of conduct which includes the 
values and standards of behaviour, and 
new colleagues are required to sign this 
also. Our Values are: 
 
Unity 

 
▪ We are one team – colleagues, 

members, partners and supporters, 
working collaboratively towards our 
shared purpose. 

▪ We support each other through the 
highs and the lows. 

▪ We build connections, earning and 
retaining trust and loyalty through 
positive acts and behaviour. 

▪ We look beyond our department or 
team to ensure we focus on the 
greater good of the Club.  

 
Integrity 

 
▪ We act ethically, morally and honestly 

at all times, ensuring the best 
interests of the Club and our people 
are at the forefront of decision-
making.  

▪ We are equitable in all we do. 
▪ We lead by example and do what we 

say we will. 
▪ We listen; we learn. 
▪ We are honest and realistic about 

what we can deliver and are 
responsible and accountable for our 
actions. 

▪ We stand up for what is right and call 
out behaviour that doesn’t align with 
our values, regardless of individuals’ 
seniority. 
 

Inclusive 
 

▪ We respect our history and traditions 
as we evolve into our future. 

▪ We take responsibility to ensure a 
consistently safe, welcoming, friendly 
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and respectful environment for 
everyone. 

▪ We embrace differences and 
encourage participation from all 
communities. 

▪ We are committed to continual self-
reflection and development. 
 

Ambitious 
 

▪ We are bold, brave and have the 
courage to face challenges. 

▪ We are prepared to take considered 
risks which sustain and grow the Club 
into the future, leaving it in a stronger 
position than we found it. 

▪ We strive to do our absolute best and 
are prepared to make sacrifices to 
reach our goals. When we don’t 
succeed, we improve and develop. 

▪ We are curious - actively questioning, 
innovating and adapting to drive 
progress and performance.  

▪ We nurture and develop our people, 
enabling them to deliver exceptional 
outcomes. 
 

Passionate 
 

▪ We contribute fully with energy, 
commitment and pride.  

▪ Our Club means so much to so many 
– our dedication and stewardship acts 
to protect this. 

▪ We inspire others to join us.  

▪ We are driven to achieve results and 
go the extra mile. 

 
It was agreed by the Board that Somerset 
Cricket Foundation could have separate 
values to the Club, due to being 
separately constituted and operating in 
the recreational and community 
landscape, however alignment where 
possible is both positive and 
collaborative. SCF’s values are: 
 
▪ Togetherness  

We will work collaboratively with our 
partners to effectively build strong 
and sustained relationships. 

 
▪ Nurture  

And develop our communities 
through trusted engagement to build 
stronger foundations.  

 
▪ Dedication  

To go the extra mile, strive to excel 
and deliver high quality outcomes.  

 
▪ Integrity  

In everything we do through our 
behaviour, language and culture. 
 

▪ Growth 
Be bold and brave, by listening and 
learning through continuous 
improvement to grow our 
programmes and expand our 
provision. 

 
2) Effective governance and accountability 

 
Work on EDI will have maximum impact 
when it is positioned within the 
mainstream business and governance of 
the organisation. 
 
Objective: Ensure all staff are committed 
to embedding transparency on EDI 
throughout our organisations and to 

ensure our governance, decision-making 
structures and day-to-day operations are 
inclusive. 
 
Action 3: From September 2022, we will 
ensure EDI considerations (through 
undertaking Equality Impact 
Assessments) inform working practices 
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and decision-making in all our convened 
committees, boards, panels and 
decision-making fora. 
 
Progress report: both the Foundation 
and Club Boards have adopted the 
principle of Equality Impact Assessments 
for future decision making practices.  
 
Action 4: By March 2023, we will have 
reviewed and updated all policies, 
procedures, rules and regulations, 
ensuring these reflect values of equity 
and diversity, and are fully inclusive. 
 
Progress report: a large number of our 
policies and procedures have been 
reviewed with an EDI lens to ensure they 
are inclusive for all and reflect our values. 
We have updated and implemented the 
following policies to be more inclusive 
and supportive, which support various 
groups and individuals across our 
organisations through differing life events 
and circumstances which occur during 
the course of their employment: 
▪ Compassionate leave 
▪ Performance improvement and 

Capability 
▪ Dignity at work: anti-harassment and 

bullying 
▪ Equality, diversity and inclusion 
▪ Family friendly, including enhanced 

maternity and paternity packages, 
and parental bereavement, time off 
for dependants 

▪ Flexible working 
▪ Menopause 
▪ Performance management  
▪ Recruitment and selection 
▪ Violence at work 
▪ Whistleblowing  

 
We are continually reviewing and 
updating/implementing policies as and 
when necessary to ensure we are as 
welcoming and inclusive as possible.  

Whilst SCF and the Club do not share all 
policies, both have undergone the above 
process and there is collaboration 
whenever possible.  
 
Action 5: We will report publicly each 
year on our progress against this strategy 
including presentation of year on- year 
data measuring impact. 
 
Progress report: This is our first progress 
report. We continue to improve our data 
collection methods to ensure we can 
measure our impact appropriately.  
 
Action 6: We will ensure any relevant 
actions on EDI matters emerging from 
other independent reports are 
considered and where appropriate, 
incorporated into our EDI plan. 
 
Progress report: We have considered 
the ICEC report and incorporated the 
recommendations where appropriate 
into our 2024 action plan (please see 
below). We will continue to action this 
point as and when relevant independent 
reports occur. 
 
Action 7: By 2025, we will recruit and 
retain a diverse workforce, reflective of 
the communities we serve across 
Somerset. 
 
Progress report: Whilst the deadline is 
2025, we are actively working to achieve 
this. In 2022, we overhauled our 
recruitment and selection processes to 
ensure we operated using a consistent, 
transparent, fair and objective procedure, 
which all hiring managers are trained in.  
 
As of April 2023, we digitalised our fully 
anonymised process for all roles in the 
Club and Foundation with the use of an 
online applicant tracking system which 
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provides an accessible method for 
applicants to apply for roles.  
 
3) Building insight and knowledge 

 
Data and insight are essential to make the 
right and appropriate decisions 
concerning EDI. 
 
Objective: Develop and analyse 
evidence and insight, based on internal 
data sources and those obtained through 
our external partnership and 
engagement work, to understand the 
nature of the barriers and inequalities that 
our staff and stakeholders face. Use this 
insight to explore interventions and 
initiatives necessary to address 
challenges. 
 
Action 8: By April 2023, we will have 
developed a listening strategy for all 
stakeholders (staff, customers, wider 
cricketing/non-cricketing community) 
with a focus on underrepresented 
groups. 
 
Progress report: despite not having a 
formalised strategy in place for this 
action, we are making progress in a 
number of areas which relate to it, for 
example, stakeholder engagement and 
surveys. SCF have a listening in Cricket 
Policy that has been developed and 
implemented across the SCF Delivery 
Programmes. Through the EDI Regional 
Pilot role, we have a Somerset evidence 
and insight pack, which is being used to 
support our work across our 
communities. 
 
Action 9: From March 2023, we will hold 
bi-annual employee surveys to assess 
the extent to which our organisations are 
building an inclusive culture. 
 

Progress report: A number of factors 
impacted our ability to launch the 
employee survey by the deadline, 
however, we have now done so and are 
in the process of reviewing the results. 
Results will be communicated to all 
relevant stakeholders and used to target 
areas in need of improvement. The 
survey covered the areas of 
engagement, empowerment, career 
development, collaboration, managers, 
performance, enabling infrastructure, 
inclusion, culture and senior leadership.  
 
We had a 64% response rate across both 
organisations. Key inclusion questions 
and responses are detailed below: 
 
We asked how strongly respondents 
agree with the statement: I understand 
my equity, diversity and inclusion 
responsibilities (scale 1 = strongly 
disagree / 6 = strongly agree). 80% of 
respondents answered either 5 or 6 on 
the scale, and the remaining 20% 
answered 4.  
 
We asked how strongly respondents 
agree with the statement: Everyone is 
treated fairly and equitably (scale 1 = 
strongly disagree / 6 = strongly agree). 
64% of respondents answered either 5 or 
6 on the scale. 
 
We asked how strongly respondents 
agree with the statement: I feel valued at 
work (scale 1 = strongly disagree / 6 = 
strongly agree). 66% of respondents 
answered either 5 or 6 on the scale. 
 
Action 10: From April 2023, we will 
produce (and keep current) high-level 
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mapping, and associated risk register, 
that detail barriers to participation and 
inequalities evidenced by our staff and 
stakeholders. 

Progress report: both the Club and 
Foundation operate separate 
organisational risk registers which are 
updated and current.  

 
4) Empowering our people 

 
EDI is everyone’s responsibility and 
cultural change in our organisations will 
only happen when our people are 
empowered, educated and work 
together in support of this strategy. 
 
Objective: Ensure our people have the 
understanding, capability and confidence 
in respect of EDI to behave in the right 
way, share experiences and challenge 
actions and behaviours which are not 
acceptable. 
 
Action 11: By April 2023 we will 
implement a mandatory holistic EDI 
training programme for all staff 
including the Executive and Board. 
 
Progress report: We are slightly behind 
on this action but have a clear plan for 
2024 which is detailed below.  
 
We have made it a minimum requirement 
for all colleagues, full time, part time, 
permanent and casual to complete an 
Anti-Discrimination e-learning module. 

All colleagues with leadership 
responsibilities were expected to 
complete the Inclusive Leadership 
Programme.  
 
Action 12: By July 2023, we will identify 
EDI champions to support and accelerate 
our progress on EDI. 
 
Progress report: As part of the Inclusive 
Champions Programme detailed in our 
2024 action plan, volunteers will be 
sought to act as ED&I champions across 
our organisations. 
  
Action 13: By May 2023, we will establish 
an internal ‘freedom to speak up’ 
programme that will provide 
psychological safety for staff to voice 
concerns. 
 
Progress report: there is a delay in 
progressing this action due to time and 
resource, however we are excited to 
engage with the ECB in 2024 to drive 
progression in this area.  

 
5) Establishing meaningful partnerships 

 
EDI work cannot progress in isolation. We 
need to ensure that we are collaborating 
and working with the right people and 
organisations, that our staff and 
stakeholder networks bring on board 
under-represented voices and 
perspectives and that these inform our 
policies, processes and practices. 
 
Objective: Ensure we draw on external 
expertise and collaborate with a range of 

people and organisations who can offer 
insight, lived experiences and best 
practice, but also who can challenge and 
support us to enable underrepresented 
voices and perspectives to be heard. 
 
Action 14: From 2023, we will identify 
three key stakeholders per year (in 
addition to the ECB), to partner with on 
EDI focussed work. 
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Progress report: In 2023 the Club worked 
with Leeds Beckett University in support 
of their commissioned work with the ECB 
regarding ‘enabling cricket for everyone 
on match days’ and their creation of an 
EDI good practice toolkit, with the 
intention of improving inclusivity and 
accessibility for all on match days. 
Several Somerset colleagues 
participated in interviews, facilitated 
match day visits, attended a full day 
regional workshop and were invited to 
review the draft toolkit.  
 
Towards the end of 2023, we identified 
two organisations to work with (Inclusive 
Employers and Level Playing Field), and 
one to be confirmed (sensory kits), to 
drive forward our agenda. 
We are participating in the Inclusive 
Employers Standard accreditation 
process. This is an evidence-based 
workplace accreditation tool for inclusion 
and diversity. Our responses will be used 
to measure inclusion and diversity within 
our organisations and we will receive 
support on where and how to make 
improvements. 
 
Level Playing Field have been engaged 
to provide training to our customer 
facing, communications and digital 
teams about disability inclusion and 
accessibility. We have also 
commissioned them to conduct an 
accessibility audit during the season so 
we can identify where we are succeeding 
and where improvements need to be 
made.  
 
We are exploring the production of 
sensory kits to provide a better 
experience for our supporters with 
additional sensory needs.  
 
Somerset Cricket Foundation have made 
strong strides in building and developing 

links and partnerships across our 
communities. Through research and 
insight, we have developed and initiated 
a number of inclusive and engaging 
programmes that uses cricket to 
empower and improve peoples’ lives. 
These embedded partnerships are now 
allowing ‘new shoots’ of work. The good 
work we are doing in this area includes 
working with: 
 
▪ Voluntary Action North Somerset – 

in partnership we have delivered the 
Maqbul Project, which was part 
funded by the Together Fund by 
Sport England. A programme that 
supports asylum seekers in our 
community.  

▪ Diversity Voice – a development 
from the Maqbul project, the Omaid 
Women’s Project provides a safe, 
inclusive and engaging programme 
for females and young people.  

▪ Charis Refugees – A local charity 
partner that supports 
unaccompanied Asylum Seekers. We 
have delivered a cricket activity 
programme in partnership with the 
Active Partnership.  

▪ Somerset African Caribbean 
Network – through this introduction, 
we are developing plans to celebrate 
and amplify the knowledge and 
understanding of Windrush.  

▪ Somerset Activity Sports 
Partnership / Sport England – 
through both local and national links. 
These partnerships have enabled us 
to develop our delivery across our 
diverse communities. 

 
Action 15: By March 2023, we will have 
established an Inclusion Advisory Group 
(IAG) to provide oversight and advice on 
partnership-building and on progress 
against our EDI strategy and plan. 
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Progress report: In April 2023 we invited 
individuals from within and externally to 
cricket who have either significant 
experience in EDI, or lived experiences as 
part of an underrepresented group to join 
our IAG. The IAG’s duties include: 

 
a) Provide expert guidance as 

requested by SCCC/SCF on the 
implementation of their joint 
inclusion strategy and action plan; 
 

b) Offer an external perspective on 
best practice and areas where 
SCCC/SCF might consider 
strengthening, augmenting or 
amending the strategy and its 
implementation; 
 

c) Review compliance with relevant 
guidance on diversity and 
inclusion issued by the England 
and Wales Cricket Board (ECB), or 
other relevant governing body. 

 
The group meets 6 times a year and has 
identified the first three areas of 
concerted focus detailed in our updated 
action plan below. 
 
Action 16: By July 2023, we will have 
established relationships with higher 
education facilities to provide meaningful 
work placement programmes and 
apprenticeships with a particular 
emphasis on increasing social mobility. 
 
Progress report: The Club has 
developed a relationship with Bridgwater 
and Taunton College to provide 
apprenticeships within our Grounds 
Team, with the view to widen this when 
possible to other departments.  

We have re-modelled our work 
experience placements for compulsory 
school age children. We now offer ‘Work 
Inspiration Placements’ which offer a 
comprehensive package including: 

▪ Provision of good quality information 
▪ Provision of experiential learning 
▪ Training and mentoring 
▪ Provision of opportunity to participate 

in project work if relevant 
▪ Opportunity to practically apply 

learning 
 

We use a replica application procedure 
for placements, including placement 
descriptions, application form, interviews 
and feedback to provide a realistic 
experience of applying for ‘work’, and 
endorses a fair and equitable approach to 
selection. At present, students approach 
us for placements, however, to drive 
forward our agenda to provide 
opportunities to children from lower 
socio-economic backgrounds and 
increase social mobility, we aim to take a 
proactive approach to promoting work 
inspiration placements, e.g. engaging in 
outreach programmes such as school 
visits and career talks. We will ensure 
focus is given to state schools. 
 
We have also implemented a work 
placement programme for further or 
higher education students to gain 
vocational experience as part of their 
programme of study. This is currently 
within the sports science and medicine 
departments, but in time will be rolled out 
across the organisation.  
 
Somerset Cricket Foundation has strong 
links with Further Education colleges 
across the county, where we deliver 
upskilling and training opportunities to 
young people to support our community 
programmes. A strong example of this is 
across our SEND programme, where the 
leaders from these colleges will support 
and deliver cricket activity for young 
people with disabilities.  

 



Page 9 of 12 
 

In turn, in 2023 we partnered with Bath 
University to host a student on a gap 
placement. This young person spent 12 
months with the organisation, building 
and developing skills and qualities to 

compliment their study programme. This 
role was focused on the upskilling and 
nurturing of Women’s & Girls playing 
opportunities across the SCF 
programmes. 

 
6) Inclusive communication and stakeholder engagement 

 
Work on EDI needs to be built on clear 
and consistent messaging, colleague 
and stakeholder engagement that is both 
meaningful and sustained, and the raising 
of awareness through specific and 
accessible communication channels. 
 
Objective: Ensure all our 
communications (both internal and 
external) and stakeholder engagement 
processes reinforce our commitment to 
making cricket a sport for everyone. 
Ensure meaningful engagement that 
supports the principles of inclusion and 
social mobility. 
 
Action 17: By April 2023 we will have 
produced a clear communications plan 
to amplify our EDI vision and 
interventions. 
 
Progress report: This action is a key 
focus of our 2024 action plan (see below). 
In addition, SCCC communication team 
members have worked hard to upskill 
and increase their knowledge of inclusive 
communications across 2023 and SCF 
have created a new role of Digital 
Communications and Marketing 
Executive which is full time and 
permanent. One of the primary focuses of 
this role is to ensure all communications 
from SCF are inclusive and reflective of 
the diverse programmes the Foundation 
deliver. The effective engagement with 
our communities is vital as we strive to 
make cricket the most accessible sport. 
 

Action 18: By February 2023 we will have 
reviewed all our communications for 
imagery, diversity of content and 
accessibility – and developed a clear 
plan of action where needed. 
 
Progress report: SCCC launched their 
new website in April 2023. This features a 
comprehensive accessibility adjustment 
tool which enables users to tailor the site 
to their individual needs. We have a 
dedicated ED&I page which provides 
information about our approach to ED&I 
and who to contact about a concern.  
 
Our digital content, marketing and 
communications team have greatly 
developed their knowledge and 
awareness regarding inclusivity, diversity 
and accessibility and review all content 
with an ED&I lens before publishing.  
 
Action 19: By December 2023 we will 
have developed stakeholder 
engagement plans to facilitate support 
our organisations’ roles in encouraging 
social mobility across the region and 
county. 
 
Progress report: this links to the progress 
SCF have made in association with action 
14 above. SCF have a dedicated staff 
member who engages with a wide range 
of diverse and underrepresented 
communities with our region. The Club 
and Foundation are working 
collaboratively to provide opportunities 
for these communities to engage in 
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meaningful experiences of recreational 
and professional cricket.  
 

Additional progress 

In addition to the progress we have made 
above, we have: 

▪ Implemented a unique initiative – The 
State School Programme, to increase 
the amount of cricket coaching 
available to pathway players who 
attend state schools. Approximately 
150 boys and girls across the pathway 
programme now receive 24 hours of 
additional coaching on top of their 
County Age Group coaching. We 
have appointed a State School Lead 
Coach who is really passionate about 
state school cricket. He also has a 
good understanding of Pathway 
Cricket and what it takes to become 
part of that. This role will allow us to 
identify more talented players from 
state school backgrounds and bring 
them into our Pathway.  
 

▪ In addition to the State School 
Programme, we are also delivering 
the MCC Foundation Programme, 
which allows us to provide coaching 
to around 160 boys and girls who sit 
outside of the traditional Pathway. 
This is something we’ve been running 
for three years now, and it allows us 
to offer additional access for players 
who miss out on the Pathway from a 
state school background, giving them 
the best opportunity to enter the 
Pathway at a later date. 
 

▪ SCF have a Girls Only Hub 
Programme across the County with 
five separate venues, with 113 
participants from U11 to U15. This is a 
free to access programme and is now 
in Year 3. This is a focus on hardball 

cricket and transitioning players from 
softball activity.  
 

▪ Engaged fully with the Dressing 
Room Culture Review conducted in 
2022 and implemented a strategy 
which enabled our players and 
cricket support teams to better 
communicate and listen to each 
other, focussing on increasing 
openness, transparency and 
awareness to create an environment 
where people feel safe to raise any 
concerns. Players have also 
participated in PCA led ED&I 
workshops focussing on topics of 
their choice, where they felt they had 
gaps in knowledge.  
 

▪ Submitted a bid to become one of the 
eight Tier One Women’s teams. We 
have demonstrated our commitment 
to women’s cricket over the years, 
and most recently by leading on the 
support provided to Western Storm, 
the South West’s women’s regional 
team. The ECB’s restructure of the 
women’s game provided us with an 
opportunity to formalise this support 
and really drive success of the 
women’s game in our region. At the 
time of writing this report we are 
waiting for the results of the tender 
process.  
 

▪ SCCC won the Transforming the 
Women’s Game Award 2023 for their 
work alongside the Somerset Cricket 
Foundation to make the women’s 
game more inclusive. 
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▪ Updated our 2024-28 business 
strategy with a focus on and 
objectives within creating welcoming, 
inclusive and safe environments for 
all our stakeholders. 
 

▪ Our community delivery programme 
for adults with disabilities in day care 
settings continues to develop. Groups 
have been invited into the Cooper 
Associates County Ground for 
cricketing activities and engagement 
programmes.  
 

▪ The walking cricket programme for 
over 55’s has significantly developed 
throughout 2023, giving older people 
from our communities the 
opportunity to engage and take part 
in cricketing activity. With seven hubs, 
and new hubs planned we have over 

1oo weekly participants that actively 
engaged.  

▪ The Walkers & Talkers initiative 
delivered in partnership between the 
Foundation and Club has grown 
substantially over the past 12 months. 
An inclusive and diverse community 
group that now meet bi-weekly.  
 

▪ The Match Day Host initiative where 
our young people from the Super 1s 
programme become active 
volunteers at the T20 Blast matches. 
This is a personal development and 
life skills programme that prepares 
and supports young people with 
disabilities for future employability 
and independent living. 15 young 
people involved in this impactful 
programme throughout 2023. This 
was a model of good practice from 
the ECB.  

 

2024 Updated Plan 

Our Inclusion Advisory Group supported 
us in identifying three priorities for 2024 
and we have also refreshed our action 
plan for 2024 -25 to include the focus 
areas from within the ICEC report. Our 
updates both focus on the necessary 
actions for us in Somerset, with specific 
reference to our region’s demographics 
and challenges, and support the ECB’s 12 
programmes of activity, where relevant.  

We have highlighted the 2024 priorities 
and any additional actions for 2024-25 
below.  

2024 Priorities: 

1) To have reviewed and updated all 
policies, procedures, rules and 
regulations, ensuring these reflect 
values of equity and diversity, and are 
fully inclusive. 

2) Develop a clear communications plan 
to amplify our EDI vision and 
interventions. 

3) Develop a stakeholder engagement 
plan to facilitate support our 
organisations’ roles in encouraging 
social mobility across the region and 
county. 

 
2024-25 additional focus areas: 
 
▪ Support the ECB in the development 

of game wide values as and when 
required.  

▪ Should Somerset win Tier One 
women’s team status, we will 
implement our plan to welcome the 
team and drive parity and progression 
in the women’s professional game. 
We focus on equality in working 
conditions and an approach to fair 
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pay structures across men and 
women. If we do not win the bid, we 
shall continue our good work within 
women and girls’ programmes.  

▪ Cooperate with the ECB in reporting 
key information about ED&I related 
complaints. 

▪ Develop ED&I Champions 
Programme, where colleagues 
across the organisation are further 
trained in a holistic approach to ED&I, 
and have the opportunity to 
champion and role model this 
knowledge to their colleagues.  

▪ Implement topical training 
workshops e.g. disability awareness 
and inclusion training, dementia 

awareness training, mental health first 
aider training etc.  

▪ Work with ECB in developing and 
implementing the State Schools 
Action Plan. 

▪ We have dedicated a portion of our 
2024 EDI budget to advertise roles in 
spaces to reach diverse and 
underrepresented groups. 

▪ Development of facilities to become 
more inclusive. For example, 
exploring the option of providing a 
multi-faith facility.  

▪ Development of sensory kits to 
support our spectators with sensory 
sensitivities on match days.   

 

We will continue to drive progress across our organisations and the region to 
ensure cricket is a game for everyone. 


