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Why do you think it is important to drive Diversity and Mt
Inclusion for your organisation?
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Have you ever felt excluded and why?
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The context of Equity, Diversity & Inclusion

Discussion Groups:

What does equity mean to you?

What does diversity mean to you?

What does inclusion mean to you?
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What do we mean when we talk about Equity?
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What do we mean when we talk about

Inclusion?
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\What do we mean when we talk about
Diversity?
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Diversity is the range of human differences, including but not limited to race,

ethnicity, gender, gender identity, sexual orientation, age, social class, physical ability
or attributes, religious or ethical values system, national origin, and political beliefs.

There is no equality of opportunity if difference is not recognised and valued.




Inclusion is a state of being valued, respected
and supported. It's about focusing on the needs
of every individual and ensuring the right
conditions are in place for each person to
achieve his or her full potential.

F’g“" In simple terms, diversity is the mix; inclusion is
Vo getting the mix to work well together.

: Inclusion is engaging differences to create a

. x . ‘)

“" culture of belonging in which people are valued

and respected for the improvement of our
organisations.

, - “Inclusion” refers to the degree to which
' diverse individuals are able to participate fully
in the decision-making processes
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Equity is about
giving people what
they need, in
. order to make

. things fair. "Equity”
involves the
promotion of
justice, impartiality
and fairness within
the systems

procedures,
In this first image, it is assumed Individuals are given different All three can see the view without
that everyone benefits from the support to make it possible far any support because the cause of processes and
same support. They are being them to have equal access to the inequality was addressed. The 1 | H
treated equally. view. They are being treated systemic barrier has been dIStrI bUtlon Of
equitably. removed. resources by

Deloitte Insights | deloitte.com/insights Ol’ganisations
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How much of your Authentic Self do you bring
to work?

27%

23%
19%

50% 60% 75% 80% 90% 100%
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Why are you not able to be your authentic self in
your organistion
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Being Human
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Maximizing our potential °

Diversity
Marketplace

Diversitv of Creativity
Diversity of Thought
Diversity of Innovation

Diversity of Experience

Diversity of Ability




Diverse and Inclusive Organisations

*HR — Diverse Recruitment, Inclusive Retention and Inclusive
Progression

* Marketing — Reaching Diverse audiences internal and External
* Finance — Budgets — Challenge spend
*|T — Inclusive/Adaptive equipment
*Sales — New Diverse markets
*Operations — New ideas, products and Services
* Procurement — Diverse supporter
*SLT — Role Model Inclusive Behaviours and accountability
*Health & Safety — Health and Well being.
Monitoring, Measuring and Managing

d Mentimeter
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Good Diversity Practice: The Five Levels

Level 5: Best Practice
Demonstrating current best practices in D&I; exemplary for other organisations globally

Level 4: Progressive
Implementing D&l systemically; showing improved results and outcomes

Level 3: Proactive
A clear awareness of the value of D&l; starting to implement D&I systemically

Level 2: Reactive
A compliance mindset; actions are taken primarily to comply with relevant laws
and social pressures

Level 1: Inactive
No D&I work has begun; diversity and a culture of inclusion are not organisational goals.

Inclusion Benchmarks: Standards for Organizations Around the World © 2017 Julie O'Mara and Alan Richter. Used with permission. All Rights Reserved.”
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\Where do you think your organisation is on the good
D&I practice scale?
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\What can YOU do to drive inclusion in your
organisation?
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\What can the LEADERSHIP TEAM do to drive
inclusion in your organisation?
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Barriers to Inclusion

 Organisational Culture
Explicit/Hidden/Shadow Cultures

« Psychological Safety

» Institutional/Structural/Systemic Discrimination

Racism — Sexism — Ableism - Heterosexist (homophobia),
Ageism, classism

* Unconscious bias — Conscious Inclusion
* Micro-aggressions




“None of us are white..."
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Unconscious Bias

“Unconscious biases are our unintentional people
preferences....”




 Mentimeter

What is Unconscious Bias?

“Unconscious bias” is an automatic decision making process. We
categorise people into “in-groups” and “out-groups”, not only on

\nc:|:'.'|| cimilaritiec hll‘l' NN 'F::r"l'nrc ciirch ac arcant crhnnle ralicinn
AL JITITHIITEIGADL TLHLING D KT WA I TG LWV OO DUl LAD U\.n\.-\_-lll.) -t s IUUIJ’ l\..-ll&l\.lll

We make more effort for those in our in-group, whom we view as
individuals, than for members of an out-group, who we usually
regard as “all the same”.




Micro Inequalities

Small actions and decisions that on their own
may seem slight - but build on other decisions -
that can create the appearance of a prejudiced

environment

Tip: We can coach ourselves to
guard against these.
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So what can we do?

Reflect: Which of your
actions would you
change?

Educate: Take the knowledge you have gained,
build on it and continue the conversation.

Confront: microaggressions
and become an Ally!
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An Ally is...

A person who actively promotes and

aspires to advance inclusion through

intentional, positive and conscious efforts
' { that benefit people as a whole.




i Mentimeter

Allyship is:

* A process of building relationships A‘ l‘ ] i i SH l] @

based on trust, consistency, and
accountability with marginalised
individuals and/or groups of people. I:I

* Not self-defined - efforts must be
recognised by those you are seeking to
ally with.

* An opportunity to grow and learn about
ourselves, whilst building confidence in

others.
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To be an Ally is to:

» Take on the struggle as your own/lift others
= up by advocating.
- « Stand up for others, even when you feel scared.

A - who lackit.
.4 - Acknowledge that even though you feel pain,
the conversation is not about you.

@=d - Be willing to own your mistakes and de-centre
£% yourself.

B8l - Understand that your education is up to you
# and no one else.




Where are you on the Allyship scale?

Developing into an Ally

Adversary Ally

: ; | : :
Active Passive : Passive Active
ﬁ 8 —
(1) (2) (3) (4) (5) (6)
Actively |No Educate Interrupt | Interrupt | Initiate an
joins in response |oneself the & educate |organized
the ' - response
negative
behavior

Karen Bradberry, PhD
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\Where are you on the Allyship Scale?

0
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\Where do you want to be on the Allyship Scale?
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\What can you do to move from where you are to
where you would like to be?
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\What Diversity Strands do you what to be an
Ally for?

Gender Disability Sexucl Race Age Religion & Health &
Orientation Belief Wellbeing
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\What part of today's workshop really

resonated with you?
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\What are you going to do differently as a result of
this workshop?
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THANK YOU

Gamiel Yafai
gamiel.Yafai@diversitymarketplace.co.uk




