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Today's session

Everyone in this session is at a
different stage & has different
experiences

You will get out from these
sessions what you put in

This is a safe space to explore,
question and learn - do not
discuss details outside this group

Before the organisation can
improve we need to establish a
solid leadership capability baseline
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Session 4 (7004)

Overview

* Review current progress on written questions & e-

- Empire, Colonialism & Imperialism
- LGBTQIA+ Definitions

- Gender identity vs, gender expression vs anatomical sex
* Inclusive Recruitment Process (Inclusion Crowd Model)

- [Group Exercise]

learning modules — agree a target graduation date
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Se|f_ Directed - Update on written responses

* Update on e-learning modules

Learning

- Agree a graduation date as a group




Quick Recap

Session 1 - Module 7001




PROTECTED IN LAW
DIRECT

Discrimination means treating you unfairly
because of who you are INDIRECT

PROTECTED IN LAW
PURPOSE

Violating the dignity of another or creating an
intimidating, hostile, degrading, humiliating or
offensive environment EFFECT

PROTECTED IN LAW

Session 2

Recap —
(Module 7002) 4 JEE T

TYPES OF
DISCRIMINATION

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).

about a person or a group of people, without a
full examination of the situation.

a
v

"TYPICALLY' THOUGHTSS
EXPLICIT
BIAS

In favor of, or against one thing, person or group IMPLICIT
compared with another, usually in a way considered NEGATIVITY

to be unfair
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Quick fire

qguestions

- What percentage of millennials identify as transgender or gender

non-conforming?

- What is emotional contagion and why is understanding its effects

important to your work environment?

* What is the difference between indirect discrimination and

victimisation?

- If a client required help, advice regarding DEI, what tool would you

use to frame the conversation?

- What is a SOAR analysis and what have you learnt, discovered

fromusing it?

- What s a fishbone analysis and what did you learn/discover from

using it?



Session 4

Module 7004




» Colonialism is not a modern phenomenon. World history is full of
examples of one society gradually expanding by incorporating
adjacent territory and settling its people on newly conquered

territory.
|ntrod uction to * In the sixteenth century, colonialism changed decisively because
o of technological developments in navigation that began to
Colonial 1SM, connect more remote parts of the world.
|mpe riQ | ISm & * The modern European colonial project emerged when it became
_ possible to move large numbers of people across the ocean and to
Em pl re maintain political control in spite of geographical dispersion.

» This entry uses the term colonialism to describe the process of
European settlement, violent dispossession and political
domination over the rest of the world, including the Americas,
Australia, and parts of Africaand Asia.

https:/lyoutu.be/RzHbLoByeLY
https://plato.stanford.edu/entries/col onialism/



EMPIRE

When a single authority controls
multiple territories, states, and

countries.

IMPERIALISM

The domination and subordination
of one state over others. Often
motivated by the acquisition of
land, resources, or strategic
positions.

Colonialism: Crash Course Geography: https:/lyoutu.be/RzHbLoByeLY

COLONIZATION

The settlement of people in an
area, with a degree of cultural
control in addition to control of
land and resources.




Sexual Orientation







- lesbian - term for women sexually and romantically oriented toward other
women

° gay - any person attracted to the same gender

- bisexual - those who are sexually and romantically attracted both to men and
women

- trans - an inclusive term for anyone whose gender identity does not match
their sex assigned at birth

- transsexual- can mean someone transitioning from one sex to another using
surgery or medical treatments; not in common usage

- transgender - term for someone who identifies as a different gender than
what was assigned on their birth certificate

Abbreviations

* questioning - when a person is exploring their sexuality, gender identity and
gender expression

° queer - aninclusive term or as a unique celebration of not molding to social
norms

* intersex - used for individuals who don't fit into specific gender norms of
woman or man; can also be used for those with reproductive anatomy that
isn‘t biologically typical

- asexual - uses for those who don't feel sexual attraction to either sex or that
don't feel romantic attraction in the typical way

https://abbreviations.yourdictionary.com/what-does-Igbtgia-stand-for-full-acronym-e xplained.html



* ace - short for asexual
* bi - short for bisexual or bicurious

* cis - shortened version of cisgender (a person who identifies as the
gender they were assigned at birth)

* closeted - state of being totally private about one's sexual orientation
or gender identity

Other Terms In * coming out - the act of sharing one's sexual orientation or gender

th e LG BTQ+ identity with loved ones

- fluid - term that describes one's sexual identity or gender identity as
not set or binary

Community

- gray-a - short for graysexual
* pan - shortened version of pansexual

* per - gender-neutral pronoun for those who do not identify as male or
female (short for person)

* poly - short for polyamory or polyamorous

https://abbreviations.yourdictionary.com/what-does-Igbtgia-stand-for-full-acronym-e xplained.html



The plus sign at the end of LGBTQIA+ can include members of other
communities, including allies — people who support and rally the LGBTQIA+
cause even though they don’t identity within the community itself. Other
identities includéd inthe LGBTQIA+ are:

- agender - refers to those who do not identify as any gender at all

- demisexual - describes someone who requires an emotional bond to form a
sexual attraction

- genderfluid - describes one's gender identity as self-expression and not static

- graysexual - refers to the “gray area” between asexuality and sexuality

" " - non-binary/genderqueer - a term used for those who do not conform to
Abe’EVIatIOI’]S binary gen)ée% identisclies

- pansexual/omnisexual - a term for individuals with desire for all genders and
sexes

- polyamorous - a term for those open to multiple consensual romantic or
sexual relationships at one time

- sapiosexual - describes a person who is attracted to intelligence, regardless of
a person’s gender identity

. two-s?_irit -aterm used bg Native Americans to describe a third gender
(sometimes included as 25 in the main acronym as LGBTQIA2S5+

https://abbreviations.yourdictionary.com/what-does-Igbtgia-stand-for-full-acronym-e xplained.html



The Genderbread Person.: . pomeunadciedsoad
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~~~=- Identity

@ means a lack of what's on the right side

P €D CGender Identity * Gender Expression *q' Anatomical Sex
7 - "’“s —-\\OMaN-Ness - Femininity (V) sy FeMale-NeSss
/’ . ) - M\aN-NESS e Masculinity e Male-ness
/ /= Attraction
: = Identity = E jon = S
“ en I y Xp ress| O n ex SCX Asslgned AtBlI"th
. [[] Female [] Intersex [[] Male

Gender = Sexual Orientation

QP Sexually Attracted to..  and/or (a/o) QP Romantically Attracted to..

) - \NoOMeN a/0 Feminine a/0 Female People > Women a/0 Feminine a/0 Female People
> Meen a/0 Masculine a/0 Male People > Men a/0 Masculine a/0 Male People

Genderbread Person Version 4 created and uncopyrighted 2017 by Sam Killermann  (gEelgeRuIto[o/ gl oIl Mg Yo f ol e VA Ty el g e Kol

https:/lwww.genderbread.org/explainers



Historical

References

https://en.wikipedia.org/wiki/Timeline_of_transgender_history

ec. 7,000 BCE - c. 1700 BCE — Among the sexual depictionsin Neolithicand Bronze Age drawings and figurines from the
Mediterranean are, as one authordescribesit, a "third sex" human figure having female breasts and male genitals or
without distinguishing sex characteristics. In Neolithicltaly, female images are found in a domestic context, while images
that combine sexual characteristicsappearin burials or religioussettings. In Neolithic Greece and Cyprus, figures are
often dual-sexed or without identifying sexual characteristics.”*

ec. 2900 BCE - c. 2500 BCE — A burial of a suburb of Prague, Czech Republic,a male is buried in the outfit usually
reserved for women. Archaeologistsspeculate thatthe burial corresponds to a transgender person or someone of the
third sex.”

ec. 400 BCE —Ancient Greek physician Hippocrateswrites of the enarei, a class of androgynous Scythian priestsand
healers; "there are many eunuchs among the Scythians, who perform female work, and speak like

women".“15l The enarei are also mentioned around the same time in Herodotus'work Histories; "the Scythianswho
plundered the temple were punished by the goddesswith the female sickness, which still attachesto theirposterity.
Theythemselves confess that they are afflicted with the disease for thisreason, and travellers who visit Scythia can see
what sort of a disease it is. Those who suffer from it are called Enarees

e54— Nero becomes Emperor of Rome. Nero married two men, Pythagorasand Sporus, in legal ceremonies, with Sporus
accorded theregaliaworn by the wives of the Caesars.™”

*98 —Tacitus wrotein Germania that priestsof the Swabian sub-tribe, the Naharvali®/or Nahanarvali, "dress as women"
to perform their priestly duties.”*!

*218 — 222 —Roman emperor Elagabalus'sreign begins. According to Cassius Dio, Elagabalusdelighted inbeing called
the mistress, wife, and queen of Hierocles, one of Elagabalus'slovers.2>/ The emperor wore makeup and wigs, preferred
to be called a lady and not a lord, and offered vast sums to any physicianwho could provide the emperor with a
vagina;*:iol for thisreason, the emperoris seen by some writers as an early transgender figure and one of the first on
record as seeking sex reassignment surgery,2alolizlizl

*576 — Death of Anastasia the Patrician who left life as a lady-in-waiting in the court of Justinian | in Constantinople to
spend twenty-eight years (until death) dressed as a male monk in seclusion in Eqypt,*+'and has been adopted by
today's LGBT community asan example of a "transgender" saint.251:6]
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2 SpiritTerms — Multiple Tribes (Aleut tribe 8000 yrs old, Blackfoot 10,000 yrs old, Navajo 1,000 yrs old, Ojibwe 2,000 yrs old)

. : ayagigux', "Man transformed into a woman."

e Aleut: tayagigux', "Woman transformed into a man."

. :a'yai-kik-ahsi, "Acts likea woman." There are historical accounts of individuals who engaged in homosexual relationships, orwho were born as men but lived their lives as women, possibly
forreligious orsocial reasons. These individuals were viewed in a wide variety of ways, from being revered spiritual leaders, brave warriors and , to targets of ridicule.

*Blackfoot: ddwowdakii, "A male homosexual."
*Blackfoot: ninauh-oskitsi-pahpyaki, “Manly-hearted-woman." This term has a wide variety of meanings ranging fromwomen who performed the roles of men, dressed as men, took female partners, or
who participated in activities such as war.

. : napéw iskwéwiséhot, a.V° A"GAN'D>’, "A man who dresses as a woman."

. : iskwéw ka-napéwayat, A"9°b a V<t7/, "A woman who dresses as a man."

. : ayahkwéw, <7"'9-°, "A man dressed/living/accepted as a woman."; possibly not a respectful term; others have suggested it is a designation, applied to both women and men.

. . inahpikasoht, Aa_"Ab/", "A woman dressed/living/accepted as a man."; also given as "someone who fights everyone to prove they are the toughest".

. : iskwéhkan, A"'b>, "One who acts/lives as a woman."

] : napéhkan, a V'b>, "Onewho acts/lives as a man."

. :batée. A word that describes both and males.

. : winkte is the contraction of an older Lakota word, Winyanktehca, meaning "wants to be like a woman". are a social category in historical , of male-bodied people who
in some cases have adopted the clothing, work, and mannerisms that Lakota culture usually consider . Incontemporary Lakota culture, the term is most commonly associated with simply
being gay. Both historically and in modern culture, usually winkte are , though they may or may not consider themselves part of the more mainstream communities.

Some winkte participate in the pan-Indian Two Spirit community.22 While historical accounts of their status vary widely, most accounts, notably those by other Lakota, see the winkte as reqular
members of the community, and neither marginalized for their status, nor seen as exceptional. Other writings, usually historical accounts by anthropologists, hold the winkte as sacred, occupying

a , role in the cultureand born to fulfill ceremonial roles that can not be filled by either men or women.2Z/ In contemporary Lakota communities, attitudes towards the winkte vary
fromaccepting to homophobic.
. :nddleeh (also given as ), "Onewhois transformed" or "one who changes". In traditional culture, nddleeh are male-bodied individuals described by those in their

communities as "effeminate male", oras 'half woman, half man".”' A 2009 documentary aboutthe tragic murder of nddleeh Fred Martinez, entitled, Two Spirits, contributed to awareness of these
terms and cultures.’*! A Navajo gender spectrumthat has been described is that of four genders: feminine woman, masculine woman, feminine man, masculine man.

. : ikwekaazo, "Men who chose to function as women"/ "one who endeavors to be like a woman".

*Qjibwe: ininiikaazo, "Women who functioned as men" / "one who endeavors to be like a man".22/ Academic wrote that in Ojibwe culture "[s]ex usually determined one's gender, and
therefore one's work, but the Ojibwe accepted variation. Men who chose to function as women were called ikwekaazo, meaning 'one who endeavors to be like a woman'. Women who functioned as
men were called ininiikaazo, meaning, 'one who endeavors to be like a man'. The French called these people berdaches. Their mates were
not considered ikwekaazo or ininiikaazo, however, because their function in society was still in keeping with their sex. If widowed, the spouse of an ikwekaazo or ininiikaazo could remarry someone of
Aal=K el o] sle IR G R Ia I I G ST (Lo P LR F gl g1 CeTe¥4ed The ikwekaazowag worked and dressed like women. The ininiikaazowagworked and dressed like men. Both were considered to be strong

, andthey were always honoured, especially during ceremonies.
. :lhamana, men who attimes may also take onthe social and ceremonial roles performed by women in their culture. Accountsfromthe 1800s notethat , Whiledressed in "female attire",

were often hired for work that required "strength and endurance", 23! while also excelling in traditional arts and crafts such as pottery and weaving.::4/ Notable lhamana (1849-1896), livedin
both traditional female and male social and ceremonial roles at various points in their life, and was Y tleRdelaalaal0 e TiaA T e [ gTale KelV] 1V | I gg s T Yol o]
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Understanding unconscious bias | The Royal Society


https://youtu.be/dVp9Z5k0dEE

Unconscious

Bias

https://www.imperial.ac.uk/equality/resources/unconscious-bias/

What is unconscious bias?

Unconscious (orimplicit) biasis a term that describes the associations we hold,
outside our conscious awareness and control. Unconscious bias affects everyone.

Unconscious biasis triggered by our brain automatically making quick judgments
and assessments. They are influenced by our background, personal experiences,
societal stereotypes and cultural context. It is not just about gender, ethnicity or
other visible diversity characteristics - height, body weight, names, and many other
things can also trigger unconscious bias.

Unconscious bias can have a significantinfluence on our attitudes and behaviours,
especially towards other people. It caninfluence key decisionsin the workplace and
can contribute to inequality, for example in selection and recruitment, appraisals, or
promotion.



Types of Bias

https://www.imperial.ac.uk/equality/resources/unconscious-bias/

Types of bias and suggestions foraction
This is not a comprehensive list but consider these types of unconscious bias:

Affinity or similarity bias
This bias can be described as the tendency to favour people who are like you in some way. Forexample,
when hiring people, we may favour candidates who are similar to us or seem familiar, considering them a

'good fit' for the team. Instead, we should value diversity and be asking 'what will this person add to our
team?'

Confirmation bias

Once we make a decision or form an opinion, we tend to look for, and value, further information that
confirms this. You can think of confirmation bias as 'cherry picking' or 'wishful thinking'. We may end up
interpreting things in a certain way, or ignoring other information that contradicts our confirmation
bias. This can cause problems in the workplace if we fail to notice an issue or make misjudgments.

The halo effect

This occurs when one perceived positive feature or trait makes us view everything about a person in a
positive way, giving them a 'halo'. However, we may not actually know that much about a person, and the
halo effect can lead us to ignore other aspects. This is something to consider when making formal
assessments for example. The 'horn effect' is the opposite - when we focus on one particularly negative
feature.



m ProJeCt Imp"C|t LogIn TakeaTest AboutUs LearnMore Technical Issues ContactUs Donate

Religion ('Religions' IAT). This IAT requires some familiarity with religious terms from various

Religion IAT o
world religions.

Asian American ('Asian - European American' IAT). This IAT requires the ability to recognize
White and Asian-American faces, and images of places that are either American or Foreign in origin.

Transgender IAT Transgender ("Transgender People - Cisgender People' IAT). This IAT requires the ability to
n distinguish photos of transgender celebrity faces from photos of cisgender celebrity faces.
Presidents ('Presidential Popularity' IAT). This IAT requires the ability to recognize photos of

Joseph Biden and one or more previous presidents.

Presidents IAT

Disability ('Physically Disabled — Physically Abled' IAT). This IAT requires the ability to recognize
figures representing physically disabled and physically abled people.

* ProjectImplicitHarvard University

Disability IAT

Arab-Muslim (' Arab Muslim - Other People' IAT). This IAT requires the ability to distinguish
names that are likely to belong to Arab-Muslims versus people of other nationalities or religions.

Arab-Muslim IAT

* Takethe tests andread your
reports, to better understand your

p ersona | b | as Weight ('Fat - Thin' IAT). This IAT requires the ability to distinguish faces of people who are obese
Weight IAT ) . ) .
and people who are thin. It often reveals an automatic preference for thin people relative to fat people.

Native American ('Native - White American' IAT). This IAT requires the ability to recognize last
names that are more likely to belong to Native Americans versus White Americans.

Sexuality ('Gay - Straight' TAT). This IAT requires the ability to distinguish words and symbols
representing gay and straight people. It often reveals an automatic preference for straight relative to
gay people.

* Understandingthe areas you
display bias willimprove your
relationship with DEIl and positively
contribute to more diverse
workplaces

Gender - Career. This IAT often reveals a relative link between family and females and between
Gender-Career IAT
career and males.

Skin-tone ('Light Skin - Dark Skin' IAT). This IAT requires the ability to recognize light and dark-
skinned faces. It often reveals an automatic preference for light-skin relative to dark-skin.

Skin-tone IAT

Race ('Black - White' IAT). This IAT requires the ability to distinguish faces of European and
African origin. It indicates that most Americans have an automatic preference for white over black.

Gender - Science. This 1AT often reveals a relative link between liberal arts and females and between
science and males.

Gender-Science IAT

Age ("Young - Old' IAT). This IAT requires the ability to distinguish old from young faces. This test

Age IAT
- often indicates that Americans have automatic preference for young over old.

Weapons ('Weapons - Harmless Objects' IAT). This IAT requires the ability to recognize White and
Black faces, and images of weapons or harmless objects.

Weapons IAT

Copyright © Project Implicit
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Percentage of women in organization, by rank

RANK CURRENT DIVERSITY NEXT DIVERSITY GOAL
I

|
C-suite 28%

Entry level
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Recruitment

Thought-Leadership
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* 1. Avoid gender-coded words, like “rockstar,” “ninja,” and
“dominate”

5 Tips for

* 2. Limityourjob requirements to "must-haves”
WIITI ng * 3. Avoid using unnecessary corporate speak and jargon
| nC| usive Jo b * 4. Emphasize your company’s commitment to diversity and

ve 4. Emp
Descriptions e

- 5. Call outinclusive benefits like parental leave and childcare
subsidies

* https:/lwww.linkedin.com/business/talent/blog/talent-acquisition/must- dos-for-writing-inclusive-job- descriptions



Gender Coding

* https://www.employerscouncil.org/

What is gender-coded language?

It is words or phrases associated with a particulargender, specifically male or
female, often based on stereotypes. Here are some examples of gender-coded
words that often show up in job ads:

eMale: competitive, aggressive, challenge, decisive, courage/courageous,
dominate, champion, driven, fearless

eFemale: collaborative/collaborate, dependable, honest, loyal, interpersonal,
enthusiastic/enthusiasm, committed, connect/connected, patient

Consider what these words have in common. They are predominantly adjectives that
describe personal attributes rather than required outcomes of the job, specific
experience, or other factual information.



How can employers avoid the trap of gender-coded language? Here are a few tips and
pointers:

* Use language that clearly describes the duties and expectations of the job and the
specific, required qualifications. Be factual and avoid embellishment, industry-speak,
and cliches

e Make sure . creative titles with words like
ninja, rock star, and superhero

" - like project manager, systems engineer, trainer, or sales territory manager
HOW to aVOId * Assess the applicant pool. Are applicants predominantly one gender? If so, it may be

time to carefully review the job ad to see where adjustments can be made.
Gender COdEd . and keep them job-related.

Language

* (Challenge ad writers to consider incumbents of all genders who perrorm the job well. It
everyone in the role has historically been one gender, be intentional about choosing

language that is less likely to be gender-coded

* Provide and communicate benefits offerings that include programs that support a
diverse candidate pool. Consider family leave, flexible or hybrid schedules, and tuition
reimbursement, or professional development programs

* https://www.employerscouncil.org/
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ecooperat- enag- esharin-
: e CO-Operat- enurtur-
TypICally Female edepend- epleasant-
eemotiona- epolite-
ecmpath- equiet-
ofeel- erespon-
eflatterable- esensitiv-
egentle- esubmissive-

ehonest- esupport-




eactive- edetermin- eopinion-

eadventurous- edomina- eoutspoken-

eaggress- edominant- epersist-

eambitio- edriven- eprinciple-

eanaly- efearless- ereckless-

eassert- ofight- eself-confiden-

eathlet- eforce- eself-relian-
IG e nd er COd Edl eautonom- egreedy- eself-sufficien-

ebattle- ehead-strong- eselfconfiden-
WO rd SI la ng Ud ge eboast- eheadstrong- eselfrelian-

echalleng- ehierarch- eselfsufficien-

echampion- ehostil- estubborn-
Typlcally Male ecompet- eimpulsive- esuperior-

econfident- eindependen- eunreasonab-

eCourag- eindividual-

edecid- eintellect-

edecision- elead-

edecisive- elogic-

edefend- eobjective-

edetermin- eopinion-



Disability

Recap from module 7002

T aw T

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 ajob

* promotion, transfer and training opportunities

- terms of employment, including pay

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



Search Pools

If you keep doing the same things you will keep getting the same results
Be creative

Promoted social media posts
Social media groups

Membership groups

Network groups

Inclusive job boards

University job fairs (diverse universities)

How else could you be creative, specific to your sector?

-



Inclusive

Application
Process




* 1. Avoid gender-coded words, like “rockstar,” “ninja,” and
“dominate”. Have you run the advert through a gender

decoder?
* 2. Limityour job requirements to "*must-haves”
Also applies to imit your job requi h
the application - 3. Avoid using unnecessary corporate speak and jargon
prOCESS * 4. Emphasize your company’s commitment to diversity and
inclusion

- 5. Call outinclusive benefits like parental leave and childcare
subsidies

* https:/lwww.linkedin.com/business/talent/blog/talent-acquisition/must- dos-for-writing-inclusive-job- descriptions



Suggested
language

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

Recap from module 7002

- 4 2

e

- 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

Fair
Shortlisting

Have you defined a shortlisting criteria?

|sthere a DEI target?

Has everyone been trained/briefed on shortlisting?
Is everyone using the same shortlisting scorecard?
Are there at least 2 people shortlisting?

Make sure at least two people are involved in the shortlisting
process, this reduces the risk of personal bias by challenging any
assumptions made by the other

For certain technical or highly skills-based roles, ask for a work
sample and/or integrate a short skills assessment as part of the
initial application process.

Adding personality or attitudinal questions as part of the initial
screening process. This allows the “soft” skills of the candidates to
be taken into consideration.

Tell applicants what the job/team/company is about and have
them respond with how they will contribute when they submit
their initial application. Thisis a powerful tool in understanding the
motivation and passion the applicants have for the type of work
and the company.



Inclusive Interview




Diverse Panels

https:/lwww.stmarys.ac.uk/hr/equality-diversity-inclusion/decision-making.aspx

How can we ensure we recruit people from diverse backgrounds?

Consider the makeup of the panel, is it diverse. Where possible you should always seek to have a panel
that is diverse in terms of characteristics such as gender, age, ethnicity, nationality and socio-economic
background. This is not always possible, but is a good position to strive for. Be careful to not overburden
certain staff members when including measures like this. It is not fair to expect someone to sit on almost
every selection panel in your department, even if they are happy to do so

Be aware of unconscious bias, it affects everyone, no matter how progressive you think you are. This is
why it is called unconscious bias, because even if your conscious mind has a series of progressive beliefs,
your unconscious mind may not. Unconscious bias leads you to make judgements about people based on
their appearance and key characteristics. Tackling this is about recognising your inbuilt prejudices and
challenging them. It is also about challenging those on the same panel as you if they are inclined to decide
on the basis of unconscious (or conscious) bias. Find out yourimplicit associations about race, gender,
sexual orientation, and other topics through these tests compiled by Harvard University. You will need to
register to take tothetest


https://implicit.harvard.edu/implicit/takeatest.html

* Whendoyou planto get married?

* Do have any children?

* When doyou planto have children?

- How old are your children?

- Will childcare arrangements be a problem for you?

* How many sick days did you take last year?

- Willthe hours of the job clash with your family commitments?

IﬂClUSlve * Areyou religious?

: * Wheredoyou live?
Inte |"V|ew * Where were youborn?
* Have you ever been convicted ofa crime?
- Aren‘tyou possibly alittle old to cope with this job?
 Aren‘tyou a little young to hold a position of this level?
- Don't you wantto be earning more money than this at your age?
* Whatis your native tongue?
* Where were youborn?
* How long have you lived here?
* Areyoua UK citizen?

Some questions to avoid

Although thislast question may seem likethe simplest and direct method to find out if an interviewee is

legally able towork inthe UK, it remains unlawful to be asked in such a way. Yourresponse may be

“l'am authorised towork inthe UK.” However, itisimportantto note thattheemployerdoes havea right
toask whetheryouare legally entitled to workin the UK. Neitheris it illegal forthemto choose whether

ornot to select youbased on your fluency in English.




When you are applying for a job, employers may legally ask for details of your health or whether you
have a disability but The Equality Act 2010 places some limits on questions an employer can rightfully
ask.

The reason they do have the right to ask isthat an employeris only obliged to make ‘reasonable
adjustments’to accommodate a disabled person. If a candidate is unable to do the job despite

adjustments being made, then the employeris allowed to reject the application.

Some reasonable questions would include:-

D | Sd b| | |ty * How mightyoube able to carry out XXX function of the job?
* Arethere any adjustments we would need to make to accommodate your disability?

Discrimination

But anything which is assuming or irrelevant is deemed as illegal, i.e.

* Don't youthinkitwould be difficult to do this job with your disability?
* Howdidyou acquire your disability?

You would only need to briefly describe the nature of your disability and any adjustments they would
be required to make —it may help to clarify how a previous employer made those adjustments (if
applicable). t mightalso be in yourinterest to look into any disability grants or funding that the
employeris entitled to which should be mentioned during your interview. Fundamentally, what is
mostimportantisyour ability to do the job once any reasonable adjustments have been made and
you should reiterate thisto the interviewer.

https://www.interview-skills.co.uk/free-information/interview-guidefillegal-interview-questions



Great

Onboarding
(DEI) Induction

Does your organisation have an onboarding process?
Is the process consistentand do all new starts receive the same material?

Have youincluded the organisations positionon bullying, harassmentor
victimisation?

Have youincluded DEl commitmentsin the onboarding session?
Do you record what employees have completed their induction?

Do ALL employees know how to raise a grievance, report incidents of
discrimination etc?



Candidate

Feedback

* Are you capturing feedback from candidates? How did they find the process/
working with you?

Do they feel safe and secure applyingforthe role (psychological safety)
Do you understand the volume of candidates who drop out of the process
and why? Can you segment these into any of the protected
characteristics? Are there trends/patterns?

Is there a standard approach to capturing feedbackorisit ad hoc?

Are you takingaction, using the feedbackto improve your process?



Al &

DEFINE THE DEI 'WHY' WEBSITE TECHNOLOGY TOOLS
STRENGTHS OPPORTUNITIES 8
= W,
@\ XD UNDERSTAND CUSTOMER
sm‘z’::lng':st NEEDS, CHALLENGES (DEI)
What are we already What do we care about,
doing well that we what do we stand for? INCLUSIVE JOoB
can build on? DESCRIPTIONS
Think in terms of social value, MEASURE SET A DEI
Think about other social human beings & culture PERFORMANCE o-0 TARGET
groups, wider society,
inclusivity &
representation
INCLUSIVE FAIR REASONABLE
APPLICATIONO=O  SHORTLISTING 0-0
PROCESS ADJUSTMENTS
TRAIN HIRNING
ASPIRATIONS RESULTS DIVERSE MANAGERS
) PANELS
What are our clients & What do we think good
stakeholders asking us for? looks like? GREAT ONBOARDING CANDIDATE MEASURE
CHECK BIAS PERFORMANCE
Think about what they want today, Remember all the steps that need / PATTERNS (DEN) & ELCOME FEEDACK
and how this will change over to be in place to achieve a result Il rreparaTION
i ?
Hme: Il ATTRACTION
Il stiecTion
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Group Exercise

Strengths, Opportunities, Aspirations & Results




STRENGTHS
QoD

What are we already
doing well that we
can build on?

Think about other social
groups, wider society,
inclusivity &
representation

ASPIRATIONS

What are our clients &
stakeholders asking us for?

Think about what they want today,

and how this will change over
time?

OPPORTUNITIES

sV

What do we care about,
what do we stand for?

Think in terms of social value,
human beings & culture

RESULTS

%

What do we think good
looks like?

Remember all the steps that need
to be in place to achieve a result










