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Executive Summary 
 

Today’s societies are becoming increasingly diverse and heterogeneous in character. Yet, 

many workplaces seem to be unreflective of wider society. Organisations seem to have an 

innate fear that a diverse and inclusive workplace will have a negative effect on the 

businesses’ strategic goals and objectives. This could not be more reflective of reality. An 

independent study composed by the consultancy firm McKinsey found that companies that 

adopt diversity policies tend to expand their bottom line more effectively and are more able 

to realise what is effectively known as a diversity dividend. This report will outline the steps 

that organisations should take to administer an effective diversity and inclusion strategy 

whilst still being able to achieve their strategic objectives. 
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1. What is Diversity & Inclusion? 

 

 

1.1 Introduction to Diversity and Inclusion 

 

The widely held view of diversity and inclusion is based on the notion that everyone 

should be valued as an individual and treated fairly irrespective of their race, gender, 

level of disability, religion, sexual orientation or age. These aforementioned personal 

characteristics are protected by the Equality Act. These ‘protected characteristics’ are 

race, disability, gender reassignment, sex, marriage and civil partnership, pregnancy and 

maternity, religion and belief, sexual orientation and age. However, it is not enough for 

organisations to merely comply with the Equality Act. Organisations need to create and 

maintain cultures which recognize and embrace difference. An organisational culture 

that recognises people are different and need to be treated in ways that are fair and 

proportional to their individual needs is far more likely to adopt a successfully diverse 

and tolerant workplace.  

 

 

 

1.2 Identity and Culture: The beginnings of how to understand diversity  

 

To be more specific, you are the most important person in your world. Take a few 

moments to consider who you are? In this example did you consider yourself in terms of 

gender, nationality, ethnicity, social class/education or it was another factor that made 

you think you were the most important person.  

Yet, when you are in a majority, this question seldom occurs. It only appears to manifest 

itself when seen against the light of difference. For instance, when one ten-year-old 

expresses no interest in football, little attention is paid, yet when another expresses the 

same opinion, society has a whole tends to be surprised. The difference you may ask is 

that the first example is a girl and the second a boy.  

One of the first aspects of identity which is recognised as early as nursery is gender. This 

identification with gender will continue throughout a child’s time in the education 

system and on into adult life. In fact, the first question people will invariably ask upon 

hearing a friend is pregnant is, “is it a boy or a girl?” This attachment to gender is 

universally observed in cultures across the globe.  
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1.3. Values and Attitudes  

 

As a society we consider culture and its associated values to comprise of a series of 

norms which have been accepted by a group or community. These can be observed in 

popular empirical research carried out by Maslow in his hierarchy of needs and Morris 

Massey in his research into values and socialisation.  

Beliefs derive from something that an individual accepts as true. This is the individual’s 

unique standpoint which may or may not be shared with other members of society. 

When we talk about values it is the degree of importance that a person attaches to a 

belief. For instance, one person may value something so highly that he or she is willing 

to die for. However, another person may not value the same thing as worth dying for. 

When we talk about attitude. This is about the manifestation of a person’s values and 

beliefs through their thoughts, actions and words. A good example is a team member 

who is appearing to be obstructive and uncooperative at work and as such may be 

deemed to have a bad attitude. 

An apparently innocuous or well-meaning comment could be deemed offensive by 

another person because it doesn’t align with their beliefs, values or attitudes on a 

particular subject matter. This can be seen in everyday society. Invariably how we 

respond and react to situations is often based on our beliefs, values and attitudes. This 

forms a key element of our cultural and personal identity, most of which has already 

been constructed well before adulthood. 

 

1. Prejudice in the Workplace 

 

2.1 Levels of Prejudice  

 

Culture and identity affect both our personal and professional lives, especially when we 

find ourselves in a minority within a different culture to the one in which we live and 

work. A prime example of prejudice was that I remember before the Harry Potter films 

were released that it was not cool to wear glasses. Children who wore glasses were 

often ridiculed and singled out for verbal and physical abuse. Often, in a situation where 

we are made to feel different. We find ourselves questioning our own identity. This 
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sense of identity in people creates a desire for an acceptance and can lead to them 

rejecting others who appear to be different.  

 

 

 

2.2 Prejudice Played Out 

 

Now I want to discuss the reality of how our perception of people within society leads to 

prejudice manifesting itself. Consider, for example, someone who has an eating 

disorder; despite telling their pees telling them that they are too thin, their personal 

view is that they are not thin enough. As such in our society most of the research around 

eating disorders are commonly associated with young women. As a consequence, 

women are more likely to be depicted in a negative light because they are deemed to be 

more susceptible to developing an eating disorder. A person’s repeated thoughts and 

beliefs start to be established and ultimately ingrained into their own experience and 

perception of themselves and how others perceive them.  

There is also a common perception that equality, diversity and inclusion can only work in 

certain areas of society. An often-classically quoted example is the construction industry 

where the perception is that this industry is the preserve of the white working-class 

man. Often, those involved take the view that women cannot manage a construction 

site effectively. The likely reason for this ingrained belief is that historically it has been 

alien to see women in the workplace let alone on a construction site. Even as late as the 

1970s young female students were advised to take secretarial and administrative roles.  

Women at this time were not considered as the mainstay of a successful economy. Even 

today in supposedly modern Britain there is the perception that women are the primary 

carers of children and are the home-makers. Maybe this is why there is still a dearth of 

female representation in boardrooms, perhaps owing to the unconscious bias and 

socialisation about the role of women in the workplace. When faced with situations that 

appear to threaten the status quo, it is often deemed easier to stick to a mantra of 

better the devil you know, in the interests of self-preservation. It is often argued that its 

not easy for someone who takes a commonly held stereotypical stance and has never 

experienced discrimination to understand the impact on those who have. Similarly, 

those against whom discrimination is perpetrated against, sometimes fail to recognise it 

as such, because it has been accepted as a ‘norm’. Often the experience of blatant 

discrimination is easily identified. However, subtler forms exist such as a conveyed look, 

feeling or careless expression which often go easily undetected. Then a significant 

emotional experience can trigger a reaction such as the effect of stop and search on 

young black males in London or Emily Pankhurst’s fight to get women the vote. 
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2.3 Affinity Bias 

 

Human beings by our very nature tend to be tribal and this breeds a need to be around 

those with whom we relate. Using a football analogy, we want to be in the same seating 

as others supporting the same team as us. We would not only be uncomfortable by 

perhaps even threatened if our seats were with supporters of the opposing team. This is 

really the crux of affinity bias; the unconscious and perhaps conscious bias we may have 

towards others keeps us in our comfort zones of mixing with liked minded people. This is 

an almost involuntary response and there is this human perception that people not like 

me, may pose a threat, thus creating an irrational fear. In reality nobody wants to be 

surrounded by people who make them feel uncomfortable. Psychologists have 

suggested that if we spend less time reflecting on situations which we may see as a 

threat to our comfort zone then it is likely that societies and organisations will be more 

inclusive, thus reducing the risk of affinity bias.  

 

 

2.4 Conformity Bias 

 

Conformity bias is where, often unconsciously, there is a desire to agree with the group, 

often seated in peer pressure, where there is a desire to fit in. Unfortunately, conformity 

bias often appears in the workplace, particularly in panel decisions around 

selection/promotion where panel members have not been trained to understand the 

need to follow objective selection processes. Evidence from the world-renowned Asch 

Experiments has shown that when individuals don’t feel exposed by group conformity, 

they are far more likely to behave naturally and give correct responses to questions 
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2.5 Social Comparison Bias 

 

Social Comparison Bias tends to occur amongst unaware recruiters where there can be a 

tendency to deselect candidates who they deem pose a threat to their own areas of 

strength or competency. In order to counter social comparison bias, organisations need 

to look at having panels of recruiters, preferably at selection centres which allows for 

candidates to be independently and objectively assessed. If this option is not possible, it 

is essential that the organisation invests in high quality training of recruiters so that this 

form of bias is counteracted.  

 

 

2.6 Observational Selection Bias 

 

Observational selection bias can occur when without adequate awareness training, 

organisations can easily be caught in the trap of observational selection bias. This can 

lead to an organisation having to justify the reasons for the choice of a candidate who 

they prefer through recording evidence. This can hinder an organisation from seeing 

other evidence that might suggest that their choice of candidate is not necessarily the 

best for the role.  

 

 

2.7 Stereotype Threat 

 

A stereotype threat occurs is when a person is reminded of the negative stereotypes 

associated with their characteristic such as ethnicity or disability. An organisation may 

then have this belief that the individual conforms to the stereotypical perspective. For 

example, it has been shown that negative or hurtful banter against an individual can 

have a considerable effect on their performance. This is also the case where there are 

insufficient senior role models within the organisation, whose behaviour can be 

emulated by more junior staff. The idea of a stereotypical threat links back to the beliefs, 

values and attitudes of a person. Yet with a little bit of cultural change an organisation 

can be a place where everybody feels valued and enthused about delivering their best 

for the business regardless of their characteristics.  
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2.8 Solutions to overcome workplace bias 

 

Below are a list of strategies that as organisations you should be looking at to eradicate 

bias within your businesses’:  

• Encouraging feedback from colleagues and others. 

• Undertake some good quality unconscious bias training. 

• Make use of affirmations. 

• Anonymise selection decisions. 

• Greater Contact with people from diverse backgrounds. 

• Giving positive encouragement. 

• Being exposed to role models within the organisation. 

• Attaching yourself to success. 

 

3. Good Diversity and Inclusion looks like? 

 

 

3.1 Diversity and the bottom line 

 

When we talk about diversity and the bottom line, the importance of investment in 

assets is invariably the people within your organisation. It is inevitable that without 

employees or service users, your organisation would quickly cease to exist. The 

importance of understanding the inherent wealth of your organisation’s workforce and 

interlinked customer base can only be used to maximum benefit when it is recognised 

and utilised. In essence, organisations need to understand how to maximise the value of 

the people within their businesses’. The longer terms benefits of investing in a clear, 

coherent diversity and inclusion strategy can lead to greater loyalty and improved 

morale, which leads to longer term stability and a greater motivation to be more 

innovative and creative. To state a well-,know leadership phrase “If you always do what 

you always did, you always get what you always got”.  
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3.2 Diversity and Implementing Shared Values 

 

Creating organisational values is important, because if they are simply imposed, there 

tends to be a level of apathy from employees who are told simply to tow the corporate 

line. I would advise organisations that every time you have a major strategic review that 

the values of the business are reviewed and adapted to reflect the workforce and the 

customer base. That way key stakeholders and investors can have their input. If your 

employees feel like they are being listened to, there is a greater possibility of them 

feeling like they own the organisations values. This often leads to a stronger sense of 

loyalty towards the organisation and what it represents. Once organisational values 

have been agreed upon, it is essential that you have an effective marketing strategy so 

that these can be widely publicised. This way, the organisation seeks to attract those 

people who are willing to align themselves to the organisation’s values. Often when 

individuals within an organisation fail to understand the company values. This is usually 

down to the fact that they are part of an organisation which is simply task-focused 

rather than values-led. When all stakeholders and employees have buy-in to the 

organisation’s values, there is much less likelihood for the need to resort to behaviours 

such as discrimination, bias and prejudice. A common and shared values system is the 

cornerstone for an environment of mutual dignity and respect wherein individuals can 

work productively and cooperatively to maximise business and organisational success. 

 

 

3.3 Diversity and Corporate Social Responsibility 

 

Organisations which have a Corporate Social Responsibility function will often take up 

initiatives within communities and situations that are often deemed to be on the 

peripheries of mainstream society. The universally agreed definition of what good 

corporate social responsibility should like is defined as: The continuing commitment by 

business to behave ethically and contribute to economic development while improving 

the quality of life of the workforce and their families as well as of the local community 

and society as a whole. Yet, good corporate social responsibility is widely seen as an 

indicator of an organisation becoming the employer and supplier of choice because 

amongst other things it  appeals to an individuals sense of justice and propriety. The 

investor base becomes very important for private-sector businesses who are seeking to 

tap new markets on a regular basis. A prime example of this is the number of retailers 

who actively sell fair trade products in their stores. This ensures that poor farmers in 
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developing countries get a better slice of the profits that they did before fair trade came 

into force.  

 

 

3.4 Diversity and Inclusion 

 

They key themes of Diversity and Inclusion I believe are centred around three key 

principles. These are vision, mission and values. To be successful most organisations 

build their business plans around these guiding principles. Furthermore, many 

organisations chiefly believe that the people within their businesses are their greatest 

commodity.  

The assertion is not, for example that white middle class men are our greatest asset. 

Inclusion by its very nature is  implicit and does not translate necessarily into an 

organisation’s demographic profile. This then impacts upon on how we treat customers 

and staff. This is a particularly pertinent point when organisations have felt the need to 

modernise  themselves.  

 

3.5 Diversity and Leadership 

 

If organisations are to evolve and be more diverse and inclusive. The clone culture  of 

recruitment at the top needs to change. As a consequence, many boardrooms lack 

innovation and creativity as many on the board are mere clones of those who recruited 

them. Over the last 20 years it has been shown that there is a distinct lack of diversity in 

the makeup of most boardrooms. Research conducted by the America Consultancy firm 

McKinsey has shown a clear correlation between significant improvements in 

performance where boardrooms are more diverse.  

To have good leaders within your organisation it is essential that you have practises 

which are fair and equitable for everyone, for example there is still a gender pay gap 

difference of  up to 22% which still exists in many businesses. Yet, a common theme 

argued by senior leaders in organisations, particularly in the private sector is that their 

businesses’ cannot afford to sustain such an egalitarian position, as they would very 

quickly go out of business.  

Leaders need to think about diversity of thought, people, product, place and promotion 

in order to create organisations that become the benchmarks of good practise in a 

constantly evolving world. What is rather curious is that diversity does not feature 

regularly in the agendas of most board meetings but is rather delegated to the HR 

function. For diversity and inclusion to be successful in most organisations, the CEO and 

Managing Director of an organisation must be actively involved in implementing the 
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organisations diversity and inclusion strategy. Leaders, after all are the primary shapers 

of the world and the steps that they take to promote diversity and inclusion can have a 

significant impact.  

 

 

 

3.6 Diversity and Teamwork 

 

Many individuals work in team structures and are required to ensure that both 

individuals and team goals are achieved. The effectiveness of any team can be gauged by 

the commons understanding founded on natural dignity and respect, underpinned by 

the strategic drivers of the organisation. When a leader within the organisation finds a 

formula that they like there is a tendency to apply the same set of  ‘likes’ when 

recruiting future individuals to the organisation. The consequence being that the 

composition of teams is not always as diverse as it could be. It is very easy to give dignity 

and respect to those with whom we share common cultures but less so when it takes an 

effort. Let’s take the example of a new team member who has been appointed through 

a panel and using competency-based recruitment techniques. The person may well have 

all the requisite skills to undertake the job but finds that their six-month appraisal 

indicates that they are under performing. Knowing that the person has the skills to do 

the job and that satisfactory references were provided, it is reasonable to conclude that 

the underperformance may well be linked to a lack of belongingness within the team.  

Having mutual dignity and respect does not necessarily mean that we, as individuals, 

have to agree with everything that is presented to us. Yet, when we are unable to 

integrate members into our team structure, the team productivity and effectiveness can 

suffer. This is often because of the expectation that the new team member should make 

all the effort to fit in and is indicative of a culture of assimilation, which can stifle 

innovation and creativity.  

Simply employing a group of individuals from diverse backgrounds will not necessarily 

constitute the formation of an effective team. A certain level of commonality needs to 

be found and built upon. There is a strong need to ensure that the diversity  within 

teams is not merely a token gesture. If the principle of the ‘one-organisation culture’ has 

been embedded, then this will provide the appropriate context against which the team 

can function, working towards common organisational goals and objectives. Of course, 

individuals do not leave their individuality on the doorstep when they arrive at work, 

and so it is necessary to engender a culture that is inclusive and recognises the needs 

and traditions of every individual so that they can give their best in the role. Team fit, 

however, is not just about the individual needing to make sacrifices so that they may be 

accepted by the team. It is very much a two-way process where team members also 

need to be able to give something in order to benefit from the potential gains that the 
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new team member brings with them. Some teams require people with specialist skills 

which mean that those certain individuals whilst reporting into the same line manager 

are not necessarily able to support team functionality as described at the beginning of 

this section. For instance, someone with Asperger’s Syndrome  may be very proficient in 

the technical aspect of a role  but may not have what is deemed as acceptable social 

skills. In such circumstances it is beneficial to provide appropriate guidance to team 

members so that they have a better understanding and can accommodate satisfactorily.  

 

3.7 Diversity and the importance of the Balanced Scorecard 

 

The concept of the balanced scorecard is not new and in the past has been developed to 

be used as a tool to measure quantitative results of good equality and diversity practice. 

What success will look like will be determined by the organisation concerned and can 

typically include elements such as return on investment, user satisfaction and indirect 

costs, amongst other things.  

In fact, many of the equality schemes set up by public bodies are a form of diversity 

balance scorecard. The intent of such a process ought to be to look at outcomes rather 

than outputs. For example, the fact that an organisation may be producing product 

information in 15 languages is not necessarily a sign of good diversity practice, where it 

is evident that only 8 of the 15 languages are in regular usage. If the organisation 

researched the demographic of its customer or service user base, and then produced its 

information in the required number of languages, that is a greater measure of success. A 

diversity related scorecard is a demonstration of the effective use of finite resources. In 

my view, there is little point in having an effective diversity balanced scorecard if there is 

not a broader balanced scorecard into which it feeds at the most strategic levels of the 

organisation. In this way, diversity becomes one of the measures of success against 

which the organisation makes itself accountable for diversity and inclusion in line with 

profitability, productivity, cost containment and maximising business success. 

 

 

 

3.8 Diversity and the Individual 

 

Diversity exists because we are all individuals. Even if we were to take the example of 

cloning, we know that clones take on their own characters and personalities even 

though they share significantly more common traits with their ‘parent’ and with fellow 

clones than they would with normal parents and siblings. An organisation in this respect 

is no different, and often there is an unconscious desire in the workplace to surround 
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oneself with clone-like colleagues. This can perpetuate unconscious bias against those 

individuals who are not so clone-like. Most of us will have heard of the story of the ugly 

duckling who felt alone and isolated until he found himself in the company of swans. As 

humans we are not all the same, and it is often understandable that we often feel far 

more comfortable when we are surrounded by people who look like us, talk like us and 

share our interests. However, a company or an organisation, is a vehicle for business 

and/or service provisions; all the individuals in the organisation do not need to resemble 

swans because they will not then be able to identify with and provide appropriate 

services to the ducks, the geese, the hens and the peacocks.  

Historically, people have been expected to conform to local norms and customs. When 

this has not happened, it has led to outrage amongst the leaders of society. A classic 

example of this was Oscar Wilde who ended up enduring prison for a lifestyle that has 

far more acceptance now than previously. Similarly, Alan Turing widely seen as the 

father of computer science and artificial intelligence was prosecuted for homosexual 

acts and died not long after being found guilty he was only 42.  

  

4. Disability & Inclusion in the Recruitment Process 

 

 

4.1 The Employment Life Cycle  

 

Most employees will typically spend between 3-12 hours per day, doing waged or 

unsalaried work. In fact, in conjunction with sleep, it is accepted that most of us spend 

more time at work than doing anything else. For many in society. This routine may start 

when we get our first job around 16-18, and this routine continues until we retire. This 

state of affairs is often referred to as the Employment Life Cycle or Employment Cycle. 

Whilst the terminology may differ from organisation to organisation, most professionals 

tend to consider the employment cycle in terms of the following key areas; attraction, 

selection, recruitment, retention, promotion and termination.  

In addition, effective working and customer service practises require that our working 

demographic be effective in achieving the aims and objectives of the organisation. This 

requires organisations to have the ability to draw from the widest pool of available 

talent that best reflects the available diversity present in the marketplace. It is useful to 

consider whether a recruiter appoints the right person to the right post at the right time; 

also, whether someone, as an employee feels that they are the right person in the right 

post at the right time. Similarly, someone’s definition of what the ‘right person’ may be 

is influenced by factors such as age, disability, race, religion, gender, sexual orientation 

and potentially other factors.  
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Most organisations claim that they are meritocracies, in which all individuals are allowed 

to maximise their full potential, and yet countless situations exist in which individuals 

have felt that they were often deliberately overlooked and equally large numbers of 

managers who felt they were helpless when trying to manage underperforming 

employees, for fear of being branded as sexist or racist for doing so.  

Historically women are paid on average between 11-22% less than their male 

colleagues. Often, organisations have argued that this was justified by changing the job 

title, and was reinforced through the typically British way of deeming it inappropriate 

and positively unprofessional to discuss pay and salary levels with of employees with 

their fellow colleagues.  

 

 

4.2 Attraction 

 

Attraction is the process of identifying and encouraging applications from the broadest 

pool of talent available and potentially willing to join the recruiting organisation. It is in 

an organisation’s interest to be able to select from the most appropriate/best qualified 

individuals to undertake the role/function for which a vacancy exists. Yet, history shows 

us that attraction within the  employee life cycle has often been restricted to a few 

select outlets. It is a well-known fact that many of the FTSE 100 companies will often 

select candidates who have attended prestigious universities. The problem with this 

selection process is it tends to perpetuate the recruitment of clones within 

organisations. This can lead to the problem of the organisation being labelled elitist. 

Often the frequently argued mantra from organisations is based around the need to 

maximise restricted budgets. However, universities in the supposedly lower echelons of 

the academic pyramid tend to have a more diverse population than the more traditional 

or Russell Group Universities. Invariably it is this level of recruit that will often end up in 

the senior ranks of an organisation.  

By its very nature, attraction needs to be targeted for reasons of both finance and access 

to appropriate talent. However, there is an inherent danger of lapsing into a state of 

complacency that fails to take into account the changing demographics which exist in 

our ever-evolving global marketplace. It therefore becomes ever more incumbent for 

organisations to ensure that procedures and practises are reviewed regularly so that the 

workforce is representative of the customer/stakeholder base.  
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4.3 Selection 

 

Selection is the process whereby those expressing interest in a job following their 

attraction to it are assessed for their suitability for the role. This leads to a job offer. The 

most commonly known selection tool is the interview. Interviews can be both formal 

and informal; sometimes even just a formality. Yet, history shows that it is common for 

recruiters to be more comfortable with individuals who look and behave like them. 

Sadly, this can often lead to organisations becoming almost clone-like in their selection 

processes. In order to make selection effective for both the prospective appointee and 

the organisation, it needs to be objective and must take into account both the actual 

and potential competency of an individual to undertake the role they are being 

interviewed for. This can be achieved in a number of ways; the prerequisite would be to 

ensure the role is clearly-defined and then to identify appropriate skills needed to be 

able to fulfil the clearly-defined role. Role requirements must be reviewed regularly, 

especially in an ever-evolving environment.  

 

4.4 Recruitment 

 

Recruitment is often thought of as the whole process of finding people to work for a 

company or become a new member of an organisation. However, if we consider 

recruitment on its own as a stand-alone process, strictly speaking it occurs at the point 

where a job offer is made and accepted. This entails the process of contractually or 

informally engaging a person to become an employee or member of the organisation. It 

is often witnessed by an employment contract signed by both the new employee and 

the organisation.  

 

4.5 Retention 

 

This is the process whereby the individual becomes integral to the organisation through 

induction, leadership, team building, training and development, motivation and 

renumeration.  

Before the rise of social media and the growth in new industries such as digital media 

and online only companies. There was a theory that a job was for life, whereby a person 

would start in an organisation and would stay until they retired. Yet, in more recent 

times, it is recognised that the average individual’s lifespan in any one job is 18-24 

months. It has been shown that it can cost up to 18 months’ worth of a person’s 

renumeration just to recruit them. As a result, it becomes important for an organisation 

to be able to maximise its investment in the recruitment process by recruiting the right 
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individuals and retaining them for as long as possible. This can be accomplished in a 

number of ways. Money is not always the principal reason for retention. Retention relies 

ostensibly on an individual feeling valued by their employer, and often it has been  

shown that employees will accept lower renumeration when they are content and 

happy in the workplace.  

Retention issues can arise when managers do not have the appropriate skills to manage 

all employees on a fair and objective basis. Often line managers have been unable to 

draw a distinction between a person’s performance and issues arising from their 

perception of the person’s status as belonging to one of the nine or more protected 

characteristic groups which are protected by the Equality Act 2010.  

Experience has also shown that workplaces that lack effective Equality and Diversity 

training, are places where managers are fearful of accusations or racism or 

discrimination. This fear paralyses the manager from taking action to address 

performance issues affecting staff from minority groups until such point as they can no 

longer be ignored and become subject to formal procedures. By this time, it is almost 

too late to manage issues more pragmatically and may result in the employee leaving 

the organisation.  

 

4.6 Promotion 

 

This is the process of providing recognition and additional responsibility to individuals 

identified as suitable for upward progression within the organisation. Promotion is often 

accompanied by increments in renumeration and other benefits.  

Many people have a desire to move upwards within an organisation and this can often 

be facilitated by a recognition of a person’s technical skills when advancing them 

through an organisation. This can cause issues in an organisation because it is 

recognised generally  that as an individual progress through the ranks, the balance of the 

requisite skill set shifts towards more people related skills.  

In an ideal world, organisations would be meritocracies where, everybody has the same 

opportunity for career development as long as they have the skills and competence to 

undertake the role. However, it is interesting to note that even after centuries of 

migration the majority of Senior and Executive Management teams are still largely white 

and male, despite the fact that approximately 50% of UK workers in PLC’s are female. 

This is often where the organisational culture and invisible rules come into play. A classic 

scenario that is depressingly played out time and time again is that a senior 

management role is advertised and that it is stated that the role is open to all suitably 

qualified employees. Yet, as is often the case, certain individuals tended to receive a lot 

more positive encouragement to apply than others, often in the form of informal ‘chats’. 

Empirical research also shows that the individuals who tend to progress within 

organisations were the ones who had the best interpersonal relationships with their line 
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managers and other senior figures within the organisation. These sorts of situations can 

be seen as relating to the invisible rules of playing the organisation game that may not 

always be familiar to outsiders. When considering your employee profile, it is useful to 

take note of whether you might be accused of having installed a theoretical glass ceiling. 

In my view, a glass ceiling can be attributed to the influence of unconscious bias which 

then manifests itself in the attitudes of the organisations’ senior leadership team. Such 

bias tends to be towards promoting certain groups of individuals whom they deem as 

suitable to get the theoretical lift through the glass ceiling. Some such suggestions 

include: 

• Women with children, who are perceived as being unable to give the required 

commitment and dedication to a top-level position. 

• The perception that a person will not fit in with the organisational culture. It is often 

said that new starters in organisations must be able to ‘fit into the team’. Clone like 

culture in organisations often stifle creativity and innovation. 

• If you are a graduate from an elite university, you must be good and hence deemed 

capable of being leadership material. 

• If you have not hit a senior management position 35 then you must somehow be 

seen as over the hill.  

 

4.7 Termination 

 

Termination occurs where an individual decides to leave an organisation. This could be 

down to a multitude of factors such as resignation, promotion etc. Termination is ideal 

when it is by mutual agreement of both employer and employee. In the past this often 

occurred at retirement. This is now deemed a considerable challenge with the removal 

of the mandatory retirement age. It has long been acknowledged that there is a 

shrinking working age population, which means that termination may be more likely to 

occur as employers compete for the most coveted talent. Often, termination will occur 

in less than ideal circumstances. People have said they would resign from a job rather 

than raise a grievance about issues  they have experienced. HR teams acknowledge that 

a core part of its function is to support the workforce, invariably it appears that in the 

case of performance and grievance issues, a common perception persists that the HR 

function favours the organisation over the individual. Yet, many people feel going to HR 

is a last resort and, the role of HR is to be impartial and to provide appropriate advice 

and guidance to all parties. What is clear is that HR professionals can handle situations 

far better if they had been made aware of potential issues at the earliest opportunity. 

Most organisations’ HR functions will have a section about dignity and respect. It is 

therefor unfortunate that individuals would often rather leave than raise a complaint. 

However, there is still a perception that people in their 40’s are often unemployable and 

have far more difficulty finding work if they had been made redundant, especially if they 

are not in senior management by this age. Evidently many organisations aren’t in touch 
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with the age-old adage life begins at 40! Although, this perception is slowly being 

challenged as organisations are starting to employee people beyond the traditional 

retirement age of 60+. 

 

4.8 Monitoring 

 

There is a common phrase in management circles, ‘if you cannot monitor it, you cannot 

manage it’. There is a myth that monitoring for diversity and inclusion is not, as is 

commonly believed, about filling quotas and ticking boxes. It has been proven that in 

many instances the successful organisations are the ones who tend to employ 

workforces and develop products and services that are reflective of their stakeholders. 

The retail industry, particularly with organisations such as Sainsburys’ have used 

induction loops and autism awareness training to make their organisation more 

disability friendly. Needless to say, if such organisations had not been aware of how 

their workforce and customer base was comprised they would not have been as 

successful in implementing a cohesive diversity and inclusion strategy into their 

business.  

 

4.9 Evaluation 

 

Monitoring may be seen as a prerequisite for any organisation seeking to be inclusive, 

yet such monitoring can only be deemed effective if there is effective evaluation of the 

data that has been collated. Many organisations have vast quantities of data that are 

lying idle and not being used as effectively as they could be. Effective monitoring allows 

organisations to evaluate what strategies they need to adopt in line with their strategic 

objectives to be successful. Once these strategies are in place, it becomes crucial to 

assess their effectiveness regularly and to take corrective action where necessary. So, if 

the right people are not employed in the right parts of the business, that business could 

be deemed as not optimising its potential and therefore not maximising the business 

advantages that a cohesive diversity and inclusion strategy can bring.  

 

4.10 Support 

 

Organisations are often perplexed about how to implement diversity and inclusion as a 

strategy within their business frameworks. This is where it becomes imperative for 

organisations to put appropriate levels of support in place to maintain the workforce at 

all levels of the employment cycle. For example, when considering retention and 

promotion, line management would need practical training to ensure objective selection 
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takes place that meets both the needs of the organisation and factors in the appropriate 

talent/competency of individuals applying for roles with the business. Effective support 

is also paramount where issues of bullying, harassment and victimisation may be 

experienced by employees. Often, those in a position of power may confuse bullying, 

harassment and victimisation with robust management techniques. Clearly, in these 

circumstances there has been a failing on the part of the management to ensure that 

employees have been trained appropriately around differences and understanding and 

accepting colleagues differences.  

 

 

 

 

 

 

 

 

 

5. The Importance of Having a Diversity & Inclusion Strategy 

 

 

5.1 Defining diversity and inclusion? 

 

At a purely simplistic level diversity is about every single person. As human beings we 

are all unique and how perspectives and outlooks on life are very different. This can be 

based on various influences such as, life experiences, culture, learning styles, personality 

type etc. For the aforementioned reasons it is fundamentally wrong to stereotype 

people.  

The real question posed is how as society do as we make the different demographic 

groups in our organisations work successfully. This is where inclusion comes in.  

The definition of inclusion is about creating a culture within an organisation where all 

employees feel like they can be who they want to be and express views on the 

organisation in an environment where they are valued.  
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5.2 Why is it important? 

 

There are many varying factors as to why organisations start along the journey to 

delivering diversity and inclusion strategies within their businesses’. This could be down 

to reasons such as the implementation of new legislation. It could be a tribunal case 

against the business. It could be a requirement to publish gender pay gap statistics. Yet, 

it could also be because the business wants to stay ahead of its competitors in a 

competitive market.  

 

Some of the reasons why diversity and inclusion is becoming more essential in 

organisations include: 

• In the United States women account for 85% of all consumer purchases 

• Research by the US consultancy firm McKinsey found that workforces that are both 

diverse and inclusive have 12% higher employee productivity; 19% higher retention; 

57% higher team collaboration and 42% higher team commitment. 

• Deloitte identified an 80% improvement in business performance when levels of 

diversity and inclusion were high. 

• Grant Thornton estimated the opportunity cost associated with male only boards 

was approximately US$655 billion for 1,050 companies across three markets (United 

States, India, United Kingdom). 

• Ageing demographics show that the average age in many countries is significantly 

increasing. For example, the average age in the United Kingdom hit a high in 2015 at 

40 years. 

• In 2015 it was estimated by The World Economic Forum that it would take 118 years 

to achieve gender pay parity. 

• Of the 20 biggest companies in the United States, 14 companies score 100% in the 

Human Rights Campaign’s Corporate Equality Index which rates workplaces based on 

LGBT quality.  

Other factors such as new legislation, competitor activity, leadership vision, requests for 

procurement and customer requirements are other factors as to why diversity and 

inclusion can become a key facet of why an organisation will implement a diversity and 

inclusion strategy.  

 

 

5.3 How the process starts 

 

Creating organisational change can be challenging and can take a lot of perseverance 

and patience. It is the one aspect within a business that can create a level of emotion in 
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the workplace. Many diversity and inclusion strategies within organisations are 

positioned in such a way as to appear that the culture and structure of the organisation 

is delivering meaningful change. In reality many of these programmes sadly have no 

change management principles attached to them. The majority of these programmes 

seem to be concentrated on initiatives, and actions designed on a spreadsheet and 

presented to the senior leadership team or diversity steering committee more in hope 

than expectation of delivering organisational culture change.  

This highlights why in many organisations diversity and inclusion has not had the desired 

effect and impact that it ought to have had. Staccato investment without direction is 

seldom likely to lead to an effective diversity and inclusion strategy within an 

organisation. 

A prime example of this was a McKinsey survey of business executives which indicated 

that only 30% of change programmes are successful.  

For organisations to deliver effective diversity and inclusion strategies which deliver 

tangible results, there has to be a focus on delivering a change mentality. Sadly, not all 

organisations believe that diversity and inclusion will drive fundamental change within 

their business in a way that will impact all facets of their business.  

As a starting point I would advise organisations to create a short checklist of where the 

business is currently at regarding diversity and inclusion and what ultimately it seeks to 

achieve. The initial checklist could include the following: 

 

• How is your organisation’s brand perceived in the market- are you respected, do you 

find it easy to attract talent, do you have a marketing strategy that focuses on 

diversity and inclusion, is your website accessible for all protected characteristic 

groups? 

• How successful are your recruitment strategies- how high is your acceptance rate, do 

new hires integrate well into the business, are they as successful as predicted at hire 

stage? 

• Do you have a performance  management process free from bias, and are you 

satisfied that your employees have attainable objectives and are fairly assessed 

against this criterion? 

• Have you identified high potential and talented individuals and are you effectively 

nurturing them and stretching them within the business? 

• If you have a pay gap, what is it and why? 

• Are employee benefits accessible for all employees? 

• Do you have a procurement process that is discrimination free which actively 

encourages protected characteristic owned businesses’ tendering? 

• Are you developing innovative products and solutions and are you aware of the 

needs and motivation of your consumer market?  
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In order to be successful with dialling a diversity and inclusion strategy into your 

business its essential that you approach this checklist in a step by step manner. If you 

attempt to target all these suggested points at once it’s likely that you will end up 

with an unbalanced, inadequately structured diversity and inclusion framework 

which is unlikely to marry up with your core values and objectives. 

 

Firstly, in order to establish where your organisation is currently at with it D&I 

strategy its essential to establish where you are with this journey: 

 

 

6. What does your Current D&I Strategy Look like? 
 

 

6.1 Establishing where your current D&I Strategy is 

 
 

Stage 1: Bottom of the mountain 

 

You have low employee engagement and low embedding results. As such, your 

business has small pockets of activity that are stand-alone and will invariably cease 

when the person driving them leaves the business or loses interest. An example of 

this is where an individual or a small group of individuals creates an employee 

network that is led by volunteers and doesn’t receive any recognition or support 

from the business. This can lead to those involved disillusioned by the lack of senior 

leadership buy-in and will often stop offering their personal time to drive the 

programme forward. 

 

 

 

 

Stage 2: Beginning to climb the mountain 

 

In this category an organisation will often have high employee engagement but low 

embedding of diversity and inclusion initiatives. What I mean by that is there will be 

lots of initiatives and campaigns driven by engaged and passionate individuals, but 

the end product will be disjointed and will unlikely make any real impact for the 

business. An example of this would be when an organisation becomes a member of a 

national or global campaign such as #HeforShe which is a global solidarity campaign 

for gender equality initiated by UN Women. In this instance it appears that the 

organisation is committed to D&I when in actual fact the strategy is being used to 

promote the corporate brand and isn’t looked to any activities that are being driven 

internally.  

 



June 2019 Oliver Fenghour Diversity & Inclusion 

Stage 3: Halfway up the mountain 

 

In this instance an organisation will have low employee engagement but high 

embedding of their D&I strategy. However, low employee engagement is often a sign 

that changes in the business have been imposed by the business and do not 

necessarily reflect the views or wishes of the employee community. As a 

consequence, this could result in resentment and a feeling that the organisation 

does not trust or value their opinions sufficiently to play a role in delivering a D&I 

strategy for the business. There may also be a feeling that some groups within the 

organisation are being favoured over others without any real understanding of the 

rationale for this. For example, organisations that impose representational targets 

for the number of ethnic minorities in senior positions without sharing the rationale 

and asking colleagues in the business for their input at any stages of the process. 

Often many colleagues will hear about initiatives such as the example given from 

external sources and this will cause resentment. 

 

Stage 4: Top of the mountain 

 

At this stage an organisation will have both high employee engagement and high 

embedding. By this I mean that the D&I strategy will be firmly integrated into 

everything the business does and as such the majority of the business are engaged 

and understand why there is a need for change as well as how the change will 

happen. This creates the ideal model of what a benchmark D&I strategy should look 

like. For example, when organisations naturally think about D&I its implications and 

its impact on any new project or process it is far more likely to be successful. This 

may take the form of creating a new mobility policy and the implications of how the 

cultures differ and the level of support both the individual and the family may need 

from the outset.  

 

Based on the four categories I have just demonstrated to you. Is your organisation at 

the bottom of the mountain looking up ‘thinking how do I get there’? or  are you at 

the top of the mountain and thinking ‘how do I stay ahead of the competition’? 

 

Its also essential that you critically analyse and evaluate where your organisation 

currently sits on D&I. If you are honest and pragmatic with yourselves then the 

chances are you likely to know what needs improving to take your D&I strategy 

forwards. 

 

The chances are that if you are just starting out on your D&I journey you may be 

under-resourced in terms of both people and budget. This can lead to not knowing 

where to start focusing your D&I strategy as there could be multiple key areas that 

need to be targeted. Some, organisations will just have an appetite to deliver a small 

number of initiatives such as launching an LGBT network and are more focused on 

showing that the organisation is taking D&I seriously, rather than a clear and 
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coherent all-round strategy. Other organisations will view D&I as an opportunity to 

implement change in the way their organisation delivers people and business 

processes and will reap the benefits of doing so as it demonstrates that they have a 

clear well-rounded D&I strategy.  

 

 

 

6.2 What information is available? 

 

The first step is to find out what information is available and what additional 

information you need to have. Accessing both qualitative and quantitative 

information will allow your organisation to build up a clear picture of where you are 

currently at with your D&I strategy.  

 

The overall scope of strategy and activity will dictate what information will be helpful 

at this stage. Finding out what information is available can be an interesting piece of 

detective work. Every organisation will have a different starting point and some 

organisations will have a different view of the overall scope of D&I within their 

business. For instance, some organisations have purely focused their D&I strategy 

around their employees and talent management structure. While other 

organisations have developed a wider D&I strategy to include other aspects of their 

business such as suppliers, clients, shareholders and the wider community.  

 

The following are examples of key data and information that as an organisation you 

may want to consider: 

 

6.3 Employee demographic data 

 

Within your organisation are you able to measure your employee composition at 

different job levels by different elements such as gender, age, ethnicity and 

disability? It may be the case that you are able to obtain gender and age as these are 

key data points that are required as part of the employee lifecycle along with 

benefits, pensions and health insurance. However, as an organisation have you 

considered asking your employees about their sexual orientation, religion or beliefs. 

 

However, its important to consider that if you are working across multiple countries 

the answers to the above questions will be different depending on the country you 

are in. For instance, in a majority of countries the only data that is often available is 

information on gender. Many countries are reluctant to share sensitive data and will 

even argue that their national privacy laws prevent the sharing of data. In some 

countries being gay is illegal, so collecting and storing this type of data could put 

your organisation and the individual at risk. Disability data is another challenging 

area particularly around reliable and consistent statistics and some countries are 



June 2019 Oliver Fenghour Diversity & Inclusion 

reluctant to disclose this kind of information. Ethnicity can throw some data 

anomalies as well. For instance, if you are of Indian origin and living in the United 

Kingdom you might be classed as an ethnic minority for data-gathering process; 

however, if you are of Indian origin and live in India you would not. 

 

Some of these issues can sometimes be used as a smokescreen because the 

individual department you are asking may not be comfortable with the agenda but 

most of these issues can be overcome. However, it is important to consider that 

there are genuine challenges in some locations that will prevent you asking people 

too much about their diversity and certainly then sharing the answers more broadly 

with your segment of the organisation.  

 

When gathering employee demographic data its essential to consider what data is 

available and acceptable to capture in the different countries and regions in which 

you operate. Some organisations have attempted to create a list of what you can 

and can’t ask for across the world. This is a good starting point; however, you should 

be mindful that legislation and what is deemed culturally acceptable does change 

over time, which means that this is an exercise that needs to be reviewed on a 

regular basis. It is also helpful to review this with your legal teams to ensure that 

data protection breaches do not occur.  

 

If your organisation works across a number of jurisdictions then the above-

mentioned examples are good ways of considering D&I actions and how they must 

adapt to meet local needs and requirements.  

 

 

 

 

 

6.4 Employee opinion survey data 

 

 

If your organisation has an employee opinion survey or another way of capturing 

employee feedback, what information are you able to access about employee 

perceptions? 

Employee surveys, if used well, are a great source of information for you to 

understand the current position. There are a number of different ways these can be 

used: 

 

• The questions you ask: Many organisations include questions within their surveys 

that ask about the importance of D&I, what the organisational culture is like and 

if people are treated with dignity and respect. Targeted questions are extremely 

helpful as they will enable you to not only understand the current position but 
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will also help measure the impact of your actions as you go further into your D&I 

journey. 

• Cutting the data: Ensure that within your survey you have a section that asks 

employees to share their demographic data. This is important as it will allow you 

to review all of the question responses by the different characteristics. Getting 

through the data will allow you to identify how different groups of employees 

feel about aspects such as pay and reward, training and development and career 

aspirations. For instance, wouldn’t it be great if as an organisation you knew how 

people with disabilities felt about career opportunities compared to their peers? 

This is often known as the ‘perception gap’ or the ‘inclusion gap’ and is useful in 

identifying where current practises are impacting different employees. 

• Free format comments: Another good way of capturing data could be to include 

a section within surveys that allows employees to share their views. These 

sections could be targeted at specific topics, for example, what are their 

thoughts on the business expansion in Europe, or what issues are currently 

affecting employees within the business. This however can bring challenges with 

it: comments may be long and time-consuming to work through; comments will 

be both positive and negative. Below are some example questions you could 

integrate into your employee engagement surreys: 

 

• How satisfied are you with your present job? 

 

• How motivated do you feel in your present job? 

 

• How do you feel about the amount of work you do? 

 

• How would you speak about us as an employer to people outside of the 

company? 

 

• How satisfied are you that we make the best use of your skills and abilities? 

 

• How satisfied are you that there are opportunities to learn what you need to do 

your job well? 

 

• How satisfied are you with the balance between private/family life and work 

commitments? 

 

• How satisfied are you with your basic pay? 

 

• How satisfied are you with your bonus? 

 

• How satisfied are you with your total reward package? 
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• I feel I am valued as an employee? 

 

• I can trust the company to do what it says it will 

 

• My manager provides the coaching and development I need to improve my 

performance. 

 

• My manager helps me manage the pressure I come under in my job. 

 

• My manager treats me fairly, with dignity and respect. 

 

• My manager enables me to work in a way that meets business needs whilst 

taking my personal requirements into account. 

 

• People are open and honest with each other. 

 

• Good performance is fairly rewarded. 

 

• It is safe to speak up and challenge the way things are done. 

 

• This company treats colleagues with dignity and respect. 

 

• I understand the importance of equal opportunities, diversity and inclusion in my 

workplace. 

 

• This company is committed to improving equal opportunities and diversity and 

inclusion throughout the business. 

 

 

 

 

6.5 Talent management data 

 

For organisations, talent management is a natural part of the employee life cycle 

that an employee starts on from the moment you are looking to attract individuals 

into your organisation and continues all the way through until they leave the 

business. Within your organisation what information you are able to access from 

different parts of the talent management process such as recruitment, promotions 

and exit interviews will be essential in helping you understand what is happening to 

your employees at each stage of the life cycle process.  
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If your organisation has the ability to capture demographic data at each stage of the 

life cycle process. It will give you a wealth of knowledge and insights into what is 

happening within your organisation and where your ‘points of pressure’ are. 

 

 

  

7. The Importance of Diversity & Inclusion in the Workplace 
 

 

7.1 The meaning and significance of managing diversity and inclusion in the workplace 

 

Managing diversity in the workplace means bringing together people from all different 

ethnic backgrounds, religions, genders and age groups into a cohesive, productive, 

organisational structure. This process involves formulating and implementing 

organisational processes and policies into a structured framework that allows an 

organisation to maximise the potential advantages of diversity whilst minimising any 

potential disadvantages. It is imperative that organisations develop a culture and ethos 

that clearly defines how its diversity and inclusion strategy fits into its business’ 

objectives. The concept of diversity and inclusion within organisations should be able to 

recognise the benefits that a diverse workforce brings to a business. However, diversity 

and inclusion should not be confused or used in conjunction with equal opportunity, 

whose primary aim is to legislate against discrimination, and assumes that people should 

be assimilated into organisations, often relying on positive action. To manage diversity 

and inclusion successfully, organisations must not only form a culture in which all 

individuals from all backgrounds are fairly treated and valued they must maintain and 

advance these practises. Inclusive cultures are defined by a shared agreement to 

delivering integrated diverse identities as a source of insight and skill. This is an essential 

process to ensure that people within your organisation feel like they belong and are 

connected to the organisational values and culture.  

The management of diversity and the management of inclusion are closely intertwined. 

Invariably, much of what can be done to improve one will affect the other. When, 

considering both diversity strands concerning distinct groups of people, general 

inclusion policies need to be considered that develop policies and practises such as 

communications, workshops and training interventions. As Stephen Frost who headed 

the hugely successful diversity and inclusion programme for the London 2012 Olympics 

points out ‘ it is easy to recognise the easy potential trap of achieving diversity without 

inclusion, and inclusion without diversity. Only both in unison really add value to the 

organisation’. 
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7.2 The Rationale for managing diversity and inclusion 

 

The case for managing diversity was made by Kandola and Fullerton (1994) who stated: 

‘The basic concept of managing diversity accepts that the workforce consists of a diverse 

population of people. The diversity consists of visible and non-visible differences which 

include factors such as sex, age, background, race, disability, personality and workstyle. 

It is founded on the premise that harnessing these differences will create a productive 

environment in which everybody feels valued, where their talents are being fully utilised 

and in which organisational goals are met’. 

It can be deemed that a social justice argument to create equitability of in the workplace 

is why organisations are starting to pursue diversity and inclusion policies. What is 

fundamentally paramount is that everyone has the right to be treated fairly in a 

workplace that values and openly embraces differences between people. An 

organisation that promotes an environment of fairness, dignity and respect is far more 

likely to be a culturally tolerant and fair organisation. Organisations that have effective 

diversity and inclusion policies in place will have career development opportunities and 

promotion opportunities based on meritocratic principles. The chances are these 

organisations will also have greater opportunities for flexible working hours so that 

women and men wanting to raise  families will not be penalised for wanting more out of 

life. The business case for implementing diversity and inclusion policies within your 

organisation is that an inclusive and diverse workplace can lead to increased levels of 

engagement, cooperation and can reduce workplace conflicts. It can also provide a 

wider pool of candidates applying for roles within organisations so that the business is a 

more heterogeneous environment. Where new ideas and new ways of working flourish.  

 

7.3 How to manage diversity and inclusion 

 

The principle objective of diversity and inclusion within an organisation should be to 

achieve cultural change so that diversity and inclusion within an organisation is 

engrained into the values of the business. To be able to implement meaningful cultural 

change within organisations the following is necessary: 

• Develop a diversity and inclusion strategy 

• Define the values of the organisation with regards to diversity and inclusion 

• Outline clear diversity and inclusion policies for the organisation to adhere to 

• Implement programmes for communicating values and polices on diversity and 

inclusion across the business 

• Identify potential problem areas of the business such as recruitment, appointments 

and promotions, learning, career development opportunities and equal pay 
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• Design and implement training programmes designed to increase awareness and 

influence behaviour 

• Create diversity networks, but be mindful to avoid factionalism along the lines of 

protected characteristics groups feeling that they are being corralled into specific 

groups based on their characteristics 

• Monitor progress and evaluate training 

 

 

8. Having a strategy and sticking to it 
 

 

8.1 Diversity and inclusion strategy 

 

For organisations to implement a diversity and inclusion strategy. It is essential that 

any new initiatives have the support and buy-in of the board and senior 

management team. In order to achieve this a robust and detailed business plan with 

moral considerations factored in must be prepared. In preparing the business case, 

consideration must be given to the areas of diversity and inclusion that should be 

covered. The most effective diversity and inclusion programmed within organisations 

will typically be based on gender, ethnicity, age, disability, sexual orientation and 

religion.  

 

The strategy should make it clear that the key objective will be centred on fairness 

and inclusion, ensuring that merit, competency and equitability of opportunity are 

the basis for all decisions around recruitment and development. The strategy must 

factor in conscious and unconscious bias and outline what steps the strategy will 

take to eradicate these problems from the organisational culture. A good strategy 

will highlight the business goals as well as the moral, and ethic imperatives. The 

strategy should also concisely define the values of the organisation regarding 

diversity and inclusion and how employee consent in agreeing those values and their 

implementation into ‘values in use’ is essential to delivering both organisational 

change and equitability of opportunity.  
In practice, an effective and sustainable diversity and inclusion strategy should include 

regular communications from the senior management team and human resources on how 

successfully the diversity and inclusion roadmap is working, creation of a diversity and 

inclusion steering committee comprising employees from all backgrounds in the business 

with umbrella groups for different characteristic groups converging of the main group. It’s 

important to be mindful that a successful diversity and inclusion strategy is not a short-term 

win for an organisation. For a diversity and inclusion strategy to be successful within an 

organisation there has to be continuous improvement with a core focus of sustainability 

being the raison d’etre for diversity and inclusion within the business. The strategy should 

clearly outline the employment areas that the roadmap will cover. Typically, these comprise 

of recruitment and selection, performance management, rewards, opportunities for learning 

and development, career development, talent management and work-life balance. 

Consideration should be given to what needs to be done to deal specifically with diversity 
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and inclusion. All business areas must have action plans which will help support the 

integration of diversity and inclusion within the wider organisation. For example, Northern 

Rail introduced diversity ambassadors, an inclusion charter, and e-learning on unconscious 

bias. It reached out to local schools and colleges, and targeted advertising on Asian TV 

networks to encourage candidates from previously untapped audiences.  

 

 

8.2 Defining the values 
 

To have successful values, organisation’s diversity and inclusion strategies must include the 

following: 

 

• Fairness 

• Equality 

• Inclusion 

• Respect for the individual 

• Care for the individual 

• Valuing individuals 

• Developing staff and their careers 

 

However, these values will only have legitimacy if employees are involved and actively 

engaged in the process of aligning the organisation’s values with the diversity and inclusion 

strategy. 

 

 

8.3 Diversity and inclusion policy 
 

A policy on managing diversity should be produced to provide guidelines to managers on 

their role in managing diversity within their teams. Managers should be able to effectively 

relay to employees the part that they play in making the organisational more inclusive. This 

could include: 

 

• Acknowledge cultural and individual differences in the workplace 

• State that the organisation values the different qualities that people bring to their jobs 

• Emphasise the need to eliminate bias in parts of the business such as selection, promotion, 

performance appraisal, pay and learning opportunities 

• Indicate why it is paramount to promote inclusion and that ensuring people from all 

backgrounds feel they belong and are a part of the organisation 

• Focus attention on individual differences rather than group difference 
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9. The Key areas of Diversity and Inclusion 

 
 

 

 

 

9.1 Critical areas 

 

The key areas where diversity and inclusion often meets barriers are recruitment, 

appointments, promotions, learning and development, equal pay, bullying and harassment. 

In each instance, policies and definitions of what best practice looks like need to be 

implemented to avoid biased and prejudiced decisions. These policies and practises should 

be clearly communicated across the business and must be an integral facet of all training 

programmes. 

 

 

9.2 Communicating 

 

It is of paramount importance that all employees within the organisation know about the 

diversity and inclusion policies and what plans are in place to successfully implement these 

in practise. This must be a continuous process, which evolves and innovates the 

organisational culture towards inclusion, fairness and tolerance. All available media should 

be used, this must include newsletters, intranet, social media networks, consultative 

committees, briefing groups, in-house magazines and notice boards. 

 

9.3 Training 

 

The key principle of diversity and inclusion training should be to get employees to think and 

behave differently. Particularly with dealing with the issues involved, how to communicate 

the values and policies of the organisation and to display an emotional intelligence and 

maturity in buying into the training delivered.  Diversity and inclusion training must be 

mandatory for new employees to the business to indoctrinate them in the expected 

behaviours that they must adhere to as a representative of the brand. Furthermore, training 

must be provided for all existing managers and those who are about to be promoted. The 

training must emphasise the integral role that they play in creating an inclusive culture and 

how they should implement this training for their teams. Specifically, the training for 

managers should cover areas such as how to create an inclusive culture, leadership 

behaviours, interviewing and assessing, performance management and dealing with bullying 

and harassment. Separate briefing programmes for non-managers should also be a key 

foundation of diversity and inclusion training for all employees with the organisation.  

 

The methods used should allow for participation, with a minimum amount of lecturing and 

the maximum amount of participation in discussions, the analysis of case studies, and role 

plays illustrating situations where bias might creep in and what can be done about. It  is 

essential that the training methods used do not become an echo-chamber and that 

refresher training is continuous. 
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9.4 Diversity networks 

 

Diversity networks can be setup which act a support groups for employees from protected 

characteristic groups to share problems and swap strategies. They can also help 

organisations to understand the people who work for them and this can help the business 

perform better as a consequence. Notable examples include: 

 

• At Cisco, the women’s network helps business development by hosting events for 

prospective and existing customers. 

• At PwC there are four main networks: for women, ethnic minorities, disabled people and 

GLEE which is an inclusive network for gays, lesbians and other employees. 

• At BT a disability network focuses on awareness raising about different disabilities to help 

managers understand them and get the best from people living with a disability. ‘Knowledge 

calls’ are provided which consist of presentations done via conference calls and desktop 

technology with expert speakers on particular subjects such as Parkinson’s and migraines. 

They typically include someone who has experienced the condition, a Q&A session and 

inputs from Human Resources relating to the condition or disability. There are online forums 

and sub-groups offering support.  

 

 

 

10.  Useful Resources 

 

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet 

 

https://www.raeng.org.uk/policy/diversity-in-engineering/diversity-inclusion-toolkit-

resources 

 

https://www.lgbtinsurancenetwork.co.uk/resources 

 

https://www.nhsemployers.org/retention-and-staff-experience/diversity-and-

inclusion/tools-and-resources/case-studies 

 

https://www.rsc.org/campaigning-outreach/campaigning/incldiv/inclusion--diversity-

resources/ 

 

https://www.scottishfa.co.uk/scottish-fa/organisation/diversity-inclusion/resources/ 
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https://www.ucl.ac.uk/equality-diversity-inclusion/ 

 

https://www.hsbc.com/our-approach/culture-and-people/diversity-and-inclusion 

 

https://www.actionforchildren.org.uk/resources-and-publications/information-

guides/diversity-and-inclusion/ 

 

https://www.sheffield.ac.uk/hr/equality/development 
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