
The Licence to 
Recruit 
Programme

Session 2 (7002)

2022/23



Session 
Overview 
(Module 7001)







Research tells us…

If we don’t speak 
within 5-7 minutes of 
a meeting…

we are unlikely to 
speak at all

What is your proudest 
accomplishment?

If you could write a 
book, what would it be 

about?

What is the happiest 
moment in your life? 

What is the scariest 
thing you’ve ever done 

for fun?

What is the best gift 
you’ve ever 

given/received?

What is your dream 
job?

What is something you 
were known for in 

college/high school?

What’s the best piece 
of advice you’ve ever 

been given?

Where is one place 
you’d love to travel to?

What does your ideal 
day look like? 



Quick Recap 
Session 1 - Module 7001









Equality vs 
Equity

Why we focus on 
Equity!



Backgrounds & 
Characteristics

+ Mental Health & 
Wellbeing 



Race, Ethnicity & Nationality



What do we know about 
human beings?

They need to feel 3 things:
(Self –Determination Theory)

• (1). Autonomous
• (2). Connected
• (3). Competent



Positive
Psychology?

Why...



What do you 
think we mean 
by wellbeing?

Optimal Human 
Functioning



How do you 
show up at 
work?

�Who and how are you and those around 
you, impacted by the choices you make?

�How does this shape the culture at work?

�Emotional Contagion
�Toxic Positivity

� Talk about how this currently manifests at work

Put these in context....



Engaging Communications

6-Stage DEI Plan



Session 2
Module 7002



Discrimination
Discrimination 
means treating you unfairly 
because of who you are

https://www.gov.uk/discrimination-your-rights



The 9 
Protected 
Characteristics



You’re 
protected from 
discrimination:

� at work

� in education

� as a consumer

� when using public services

� when buying or renting property

� as a member or guest of a private club or association



Types of 
discrimination

� direct discrimination - treating someone with a protected 
characteristic less favourably than others

� indirect discrimination - putting rules or arrangements in place 
that apply to everyone, but that put someone with a protected 
characteristic at an unfair disadvantage

� harassment - unwanted behaviour linked to a protected 
characteristic that violates someone’s dignity or creates an 
offensive environment for them

� victimisation - treating someone unfairly because they’ve 
complained about discrimination or harassment



Discrimination 
at work

The law protects you against discrimination at work, including:

� dismissal

� employment terms and conditions

� pay and benefits

� promotion and transfer opportunities

� training

� recruitment

� redundancy



Disability

If you’re disabled you have the same rights as other workers. Employers should also 
make ‘reasonable adjustments’ to help disabled employees and job applicants with:

� application forms, for example providing forms in Braille or audio formats

� aptitude tests, for example giving extra time to complete the tests

� dismissal or redundancy

� discipline and grievances

� interview arrangements, such as providing wheelchair access, communicator 
support

� making sure the workplace has the right facilities and equipment for disabled 
workers or someone offered a job

� promotion, transfer and training opportunities

� terms of employment, including pay

� work-related benefits like access to recreation or refreshment facilities



Suggested 
language

Always check with HR or Legal before 
making any changes to process.

� Applicants with a disability are invited to contact us in confidence 
at any point during the recruitment process to discuss steps that 
could be taken to overcome operational difficulties presented by 
the job, or if any adjustments of support is required. Please state 
if you require any assistance, equipment, adaptations or 
adjustments to working conditions or to attend interview.

Please contact us in confidence at contact@yourcompany.com

mailto:contact@yourcompany.com


Action against 
discrimination
Positive Action



Action against discrimination

You can do something voluntarily to help people with a 
protected characteristic. This is called ‘positive action’.

Taking positive action is legal if people with a protected 
characteristic:

� are at a disadvantage

� have particular needs

� are under-represented in an activity or type of work



Northern Ireland
Policing
� Two main communities live in Northern Ireland

� Catholics and Protestants

� In 2001 the police force (Royal Ulster Constabulary, RUC) 
was 91% protestant

� If you do not use 'Positive Action' how else would you 
redress the balance of under-representation?



When is 
positive action 
allowed?

You can take positive action when three conditions are met: 

1. You must reasonably think that a group of people who share a protected characteristic and who 
are, or who could be, using your services: 

• suffer a disadvantage linked to that characteristic 

• have a disproportionately low level of participation in this type of service or activity, or 

• need different things from this service from other groups.

‘Reasonably think’ means that you can see the disadvantage, low level of participation or 
different needs, but you do not have to show any detailed statistical or other evidence. 

2. The action you take is intended to: 

• meet the group’s different needs 

• enable or encourage the group to overcome or minimise that disadvantage, or 

• enable or encourage the group to participate in that activity.

3. The action you take is a proportionate way to increase participation, meet different needs or 
overcome disadvantage. 

This means that the action is appropriate to that aim and that other action would be less effective 
in achieving this aim or likely to cause greater disadvantage to other groups.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/85026/vcs-positive-action.pdf



What does the 
law say...



Apart from money, how else 
could this damage the business?



The cost of 
discrimination

Source: Route 2



Preventing 
discrimination

üHow well is this done in your 
organisation?

üDoes everyone know how to complain 
if discrimination happens?

üDo employees know where to find 
information / advice?

üDo you have an equality policy, do you 
know where to find it?

üHave you had anti-discrimination 
training?



Harassment
violating the dignity of another or creating an 
intimidating, hostile, degrading, humiliating 
or offensive environment



What is 
harassment?

1. Unwanted conduct, that relates to a protected 
characteristic.

2. That either has the:

a. purpose of violating the dignity of another or 
creating an intimidating, hostile, degrading, 
humiliating or offensive environment (“the 
Environment”); or

b. effect of violating the dignity of another or creating 
the Environment

https://www.farrer.co.uk/news-and-insights/blogs/banter-harassment-and-the-equality-act-an-overview-for-employers/

https://www.equalityhumanrights.com/sites/default/files/sexual_harassment_and_harassment_at_work.pdf



Meaning of 
‘unwanted 
conduct’

Unwanted conduct covers a wide range of behaviours. It can include:

• spoken words

• banter

• written words

• posts or contact on social media

• imagery

• graffiti

• physical gestures

• facial expressions

• mimicry

• jokes or pranks

• acts affecting a person’s surroundings

• aggression, and

• physical behaviour towards a person or their property.

https://www.equalityhumanrights.com/sites/default/files/sexual_harassment_and_harassment_at_work.pdf



Sexual 
harassment

Conduct ‘of a sexual nature’ includes a wide range of behaviours, 
such as: 

• sexual comments or jokes 

• displaying sexually graphic pictures, posters or photos 

• suggestive looks, staring or leering 

• propositions and sexual advances 

• making promises in return for sexual favours • sexual gestures

• intrusive questions about a person’s private or sex life or a 
person discussing their own sex life 

• sexual posts or contact on social media 

• spreading sexual rumours about a person 

• sending sexually explicit emails or text messages, and 

• unwelcome touching, hugging, massaging or kissing.



Purpose or 
Effect.

What is the 
difference?



What does the 
law say...



Victimisation
Treating someone badly because they have done a ‘protected act’ 
(or because you believe that a person has done or is going to do a 
protected act).

https://www.equalityhumanrights.com/en/advice-and-guidance/what-victimisation



What is 
Victimisation?

Victimisation is defined in the Act as:

� Treating someone badly because they have done a 
‘protected act’ (or because you believe that a person 
has done or is going to do a protected act).

A ‘protected act’ is:

� Making a claim or complaint of discrimination (under 
the Equality Act).

� Helping someone else to make a claim by giving 
evidence or information.

� Making an allegation that you or someone else has 
breached the Act.

� Doing anything else in connection with the Act.



What does the 
law say...



PREJUDICE
Prejudice comes from the words 'to judge before'. It is forming an 
unfavourable opinion or feeling about a person or a group of people, 
without a full examination of the situation

Top Tip:

Think about 'isms'

• Ageism

• Sexism

• Classism



What is prejudice?

Prejudice comes from the words 'to 
judge before'. It is forming an 
unfavourable opinion or feeling about a 
person or a group of people, without a 
full examination of the situation. In 
theory, it is possible for somebody to be 
prejudiced without anybody else 
knowing about it.

https://www.bbc.co.uk/bitesize/guides/z3vrq6f/revision/2



Types of 
prejudice

Usually, prejudice is based on stereotypes and generalisations we have 
about groups of people. For example, we can irrationally think negative 
thoughts about someone based on their age, race, gender, or social 
class.

Some examples:

� Non-Anglo Names On Job Applications

� Racial Profiling

� Accent Prejudice

� Judicial Prejudice

� Xenophobia

� Classism

� Religious Prejudice

� Cultural Stereotypes



Stereotyping

� A stereotype is a widely held,
simplified, and essentialist belief about
a specific group. Groups are often
stereotyped on the basis of sex,
gender, nationality, age,
socioeconomic status, language, and
so forth. Stereotypes are deeply
embedded within social institutions
and wider culture. They are often
evident even during the early stages of
childhood, influencing and shaping
how people interact with each other



BIAS
In favor of, or against one thing, person or group compared 
with another, usually in a way considered to be unfair



https://www.youtube.com/watch?v=WKFqRs0y7rw

Bias 
VS
Stereotyping
VS 
Discrimination



Explicit bias: bias that is expressed and can be seen

Implicit bias: attitudes or stereotypes that can influence our 
beliefs, actions and decisions, even though we’re not 
consciously aware of them and don’t express those beliefs 
verbally to ourselves or others – Think Unconscious bias

The negativity bias: Also known as the negativity effect, is 
the notion that, even when of equal intensity, things of a 
more negative nature have a greater effect on one's 
psychological state and processes than neutral or positive 
things

Types of 
biases



There are many 
types of bias. Here 
are some common 
to the workplace



Check you biases by 
taking the Harvard bias 
tests... I bet you will be 
surprised at the results.

You can find the link in 
your client dashboard at 
www.inclusioncrowd.biz

http://www.inclusioncrowd.biz


Telling the 
difference



Jon has bipolar disorder. He asks his 
employer if he can apply for a new post 
doing work he is able to do. His employer 
says he cannot apply because he has a 
mental health problem.

This is an example of direct discrimination.

Mary has an eating disorder. Mary's 
manager knows she has an eating 
disorder and she makes offensive 
remarks in the open plan office about 
people with anorexia.

This is likely to be indirect 
discrimination as it puts Sarah at a 
disadvantage. But it will not be 
discrimination if her employer is able 
to justify the arrangement by 
showing that it is:
• for a good reason, and
• appropriate and necessary.

Ryan works on a construction site. His 
co-workers recently found out he was 
gay and have started calling him 
“princess”.

This is an example of Harassment 
(unwanted conduct) spoken words / 
banter / mimicry

Edward has raised a complaint in work, 
against his employer, and feels he is being 
discriminated against on the basis of his 
sexual orientation. Edward's manager 
denies him a promotion?

This is an example of victimisation.

Direct Discrimination

Indirect Discrimination

Harassment

Victimisation

In your groups, please read the following 4 examples. Each example relates 
to a form of workplace discrimination, harassment or victimisation. As a 

group you must decide which one applies to each of the examples and why



Types of
Discrimination

It can be lawful to have specific rules or 
arrangements in place, as long as they can 
be justified.



� Complete the 7002 – Essay Questions [5 questions, 1000 words]

� Complete 'Embracing Difference' in your on-line content library

� Complete the 7002 – Feedback Survey
Next Steps



In preparation for 
session 3, please 
complete the 
embrace 
difference 
section, within 
your Inclusion 
Academy on-line



� You are asked by a client if you can provide thought-leadership 
around DEI and their current approach. How would you structure 
this conversation?

� Describe the difference between Discrimination, Harassment and 
victimisation.

� Explain the concept of ‘Positive Action’. Including an overview of 
when this can be used, why it is used and what are the exceptions 
to its use.

� Explain the model PERMA and articulate how and why this model 
drives inclusion within the workplace

� Define non-binary identity, what this means and why recognising 
it is important.

See separate guidance word document, with references and supporting materials

7002 Essay 
Questions



SUMMARY:

Leaders can talk confidently 
to each aspect of this 
diagram, providing 
detail, examples, analysis 
and personal opinion





Additional 
Teaching 
Materials







Question 1: 
Who are we at 
our best?



Why awareness is key?

How could the negativity bias be impacting...

- Current staff's appetite for change / trust / authenticity

- How might we have to compensate / adjustments 
/ support, to create a powerful DEI Strategy?



How do we 
make 
ourselves 
aware?

Interrupting habits and challenging our daily norms, takes 
awareness, effort and & practice

How do we do this when we are busy / stressed / under 
pressure?



“Between stimulus and 
response there is a space. In that 
space is our power to choose our 
response. In our response lies 
our growth and our freedom.”

-Viktor Frankl



Which produces 
the better return?

Rectifying 
weaknesses 

(or)

Enhancing 
strengths?

How do we 
excel as 
leaders?

Rectifying 
weaknesses?

Enhancing 
strengths?



By knowing our 
strengths, we can create 
powerfully positive habits

‘Neurons that fire together, wire together’



What happens 
when we 
harness our 
strengths?

� People who use strengths daily [6 x more likely to be engaged at 
work]

� Improved relationships

� Stronger identity and self- esteem

� More autonomy & greater progress towards goals

� Enhanced wellbeing

� Boosted resilience

� Greater ability to tackle/ overcome perceived weaknesses (which 
strength is missing here?)



What are the 
24 Universal Character 
Strengths?





Strengths 
shower



� Which strength does you partner have?

� What difference does this strength make to the team?

� How will this strength help create and implement a 
successful DEI strategy?



Over to You!

� How does it feel to have your strengths acknowledged by others?

� Do you find it easy / difficult to recognise your own strengths vs 
weaknesses?

� How can you consciously recognise and celebrate the strengths of 
colleagues? What could we do more of in SRI?

� Which of your strengths support a positive emotional climate? (Emotional 
Contagion)



Why using 
strengths is 
like baking a 
cake?

Strengths can be 
‘overcooked’ and 

lead to ‘weakness’/ 
frustration

Strengths can be 
‘undercooked’ -

underperformance



What ‘Ah-Ha’ moments have you had today?
What will you think, feel or do differently as a result of today?





Quickly – let's do stuff now!

How will I embed DEI in my leaders & managers objectives?

Shall we introduce quotas, targets & objectives? What are these?

What are we going to measure, over how long?

How do we leverage best practice, learn from those who are already active 
and make space for those who are learning?

How do we set up leaders & Kao up for success?



What will your
legacy be?

- Environment
- Social Justice
- Mental Health 1946–1964

Baby Boomers (1946-1964) -
57-67

1965–1979

Generation 'X' (1965-1979) -
42-56

1980–1995

Millennials (1980 – 1995) - 26-
41

1996–2010

Generation 'Z' (1996-2010) -
11-27


