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About Indeed
More people find jobs on Indeed 

than anywhere else. Indeed is the 

#1 job site in the world1 and allows 

jobseekers to search millions of jobs 

on the web or mobile, in over 60 

countries and 28 languages.  

More than 250 million unique 

visitors2 each month search for  

jobs, post CVs and research 

companies on Indeed.

We are committed to advancing, 

cultivating and preserving a culture 

of diversity, inclusion and belonging 

because it makes us a stronger, 

more successful company, and 

because it directly aligns with our 

mission to help all people get jobs. 

Visit uk.indeed.com/hire to start 

building a pipeline of diverse and 

quality candidates today.

Questions?
We’d love to discuss your  

diversity, inclusion and belonging 

initiatives.  Please email  

timeforchange@indeed.com or 

reach out to your Indeed account 

manager to arrange a meeting.

Research 
methodology
Figures are taken from a survey 

conducted between 10th-21st 

September 2021 by YouGov on 

behalf of Indeed, of 1762 UK 

nationally representative adults.  

The survey comprised of 1008 

employees, 502 senior managers 

and 252 HR decision makers.

Sources:
1 comScore, Total Visits, March 2020
2 Google Analytics, Unique Visitors, February 2020
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Employers and jobseekers alike are still  

hopeful for positive change, even with the 

uncertainty that lies ahead and exhaustion 

many feel after more than 18 months living 

through a pandemic. 

Now is the opportunity and the most 

opportune time for leaders to be the change 

makers by helping employees stay energised  

and motivated, addressing the biggest barriers 

in creating a more inclusive workplace and 

empowering DI&B teams with the support  

that they need.

To do the hard work and create a better, more 

inclusive workplace, you may need to give your 

DI&B leaders agency to test and implement 

additional resources, tools, headcount, budget, 

and increased ability to directly impact business 

decisions.  As a comprehensive resource, Time 

for change is certainly a good place to start.

Like many of you, I’m also figuring out all the 

nuances of creating an inclusive environment 

in this ever-evolving world of work. It’s unclear. 

It’s complicated. 

It’s uncomfortable.

But that’s okay. 

If you’re nervous 

about how 

to make your 

new workplace 

inclusive, that’s 

how you should 

be feeling. Being 

uncomfortable 

means you’re not simply reverting to the status 

quo. Instead, you’re trying new things — things 

your company has probably never done, at least 

not at this scale.

However you 

decide to approach 

DI&B, whether 

it be in a fixed, 

hybrid or remote 

workplace, one of 

the most important 

things you can do 

is to be curious. 

Ask employees what they need in this new 

environment to feel included, valued — and  

set up for success.

In this report, we look at the current state of 

affairs in UK workplaces and the actions needed 

to continue moving the needle. In collaboration 

with YouGov, Indeed has carried out one of the 

most comprehensive studies into  

diversity, inclusion and belonging (DI&B)  

within UK workplaces.  

Our goal is to  inspire companies through the 

data in this report to see the immense value 

in creating the most inclusive workplace 

— where all employees are free to be their 

authentic selves and know how to create a safe 

environment for others to do the same.

If 2020 was the year of setting strong  

diversity and inclusion commitments, let’s  

ensure that 2021 and beyond is the time for 

doing the work, and making an impact.   

The time for change is now.

If you’re nervous 
about how 
to make your 
new workplace 
inclusive, that’s 
how you should  
be feeling. 

Ask employees 
what they need 
in this new 
environment to 
feel included, 
valued — and set 
up for success.

Foreword: Challenges and 
opportunities for DI&B in 2021

Diversity, inclusion and belonging in the UK workplace

Misty Gaither 

Senior Director & Global Head of Diversity, Inclusion & Belonging 

Indeed
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What is diversity, 
inclusion and belonging?
In the UK, the society we live in is made up of a broad spectrum of human demographics, so 

it makes sense that employers are becoming increasingly committed to supporting diversity 

and inclusion in the workplace. But what does it mean in practice and why is it so important?

Diversity  
is everything that  
makes us different

Diversity refers to the range 

of human characteristics 

that make us different from 

one another and there is 

no real exhaustive list of 

what these could entail. A 

diverse workforce that is truly 

reflective of wider society and 

its rich tapestry of cultural and 

social differences is not only 

important because it supports 

equal opportunity, but it can 

also bring many tangible 

benefits to companies.

By bringing together people 

with unique personalities, 

perspectives, and life 

experiences – who all think  

in different ways – diverse 

teams are said to be more 

innovative and better at 

tackling problems than less 

diverse teams.

Inclusion  
is what makes 
diversity possible

Inclusion refers to everything 

that makes achieving 

and maintaining diverse 

workplaces feasible. 

Inclusivity in the workplace 

is an enabler for diversity 

because it addresses the 

actions, behaviours, and social 

norms among employees 

that collectively create an 

environment where everyone 

feels accepted, respected, 

valued, and encouraged  

to participate.

Company hiring practices,  

the way people communicate, 

and strong shared values can 

all contribute to the extent to 

which people from different 

backgrounds feel included. 

Without inclusion, diversity 

in an organisation is neither 

sustainable, nor likely to  

yield the many positive 

business outcomes that 

diversity can bring.

Belonging  
is a feeling

 

People feel they belong 

when they experience a 

true connection with the 

workplace community, which 

includes all the people around 

them and the environment 

they work in. Belonging is 

ultimately about feeling 

free to ask questions while 

learning and growing 

alongside others —  

regardless of your differences.

Time for change | DI&B 2021 Report
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Deep dive: DI&B in 
the UK workplace

In the case of Covid-19, change was untold 

disruption to our daily lives. Alongside once-

unthinkable limits on social contact, there was 

an overnight revolution in the way we work. So 

much so, more than 18-months on, there is no 

going back.

Meanwhile, millions—from Minneapolis to 

Macclesfield—protested George Floyd’s 

murder. After generations of oppression (both 

obvious and subtle), the rallying cry was clear: 

Black Lives Matter. Today, as we move towards 

the end of 2021, the spotlight remains. But has 

there been real change? In a way, it depends on 

how you frame it. 

The world of football, alone, provides an image 

that’s somehow sharp and blurry.  

Premier League players have taken a knee 

before games, as a symbol of antiracism, 

since last June. Yet a growing minority of 

footballers—Black and white—choose not to. 

In future centuries, 2020 will be best known for two things: the 
pandemic that paused a planet, and as the year humankind at last 
reckoned with the reality of systemic racism. If you want to define 
2020 in a word, it’s change.

Euro 2020 (delayed a year 

because of Covid-19) began 

with thousands of England 

fans booing the gesture. Then, 

after the Three Lions’ best 

showing since 1966—which 

united a nation in support— 

it ended with Marcus Rashford, 

Jadon Sancho and Bukayo 

Saka receiving abuse  

from racist trolls. 

Elsewhere, demands for 

change also grow louder. After 

the killings of Sarah Everard 

and Sabina Nessa, women are 

campaigning for their very 

safety. Climate protestors 

fight for the fate of the planet. 

At the time of writing, the 

UK Government has just 

withdrawn the £20-a-week 

increase to universal credit—

pushing an estimated 840,000 

people into poverty—in the 

same week inflation grows, as 

petrol and gas prices soar to 

record highs.

What does this all mean for 

UK employers? Well, if the 

past two years have shown 

anything, it’s that our world 

is hyper-connected. A cough 

in one city can bring an entire 

civilisation to a standstill. 

And our workplaces, just 

like football, hold a mirror 

to society. If certain groups 

see discrimination (whether 

obvious or subtle) at work in 

2021, there’s a high chance this 

exists in wider society too.

This means the above stories 

and trends—that speak to 

various matters of diversity, 

inclusion and belonging 

(DI&B)—do not just impact 

UK companies and their 

employees. It will shape their 

understanding of DI&B, as well 

as their future approach to it.

In this survey, conducted in 

partnership with YouGov, we 

quizzed employees, senior 

managers and HR decision 

makers from across the 

UK. We wanted to get their 

honest view on DI&B in 2021, 

and check-in on change. The 

results, as you’ll discover,  

were revealing.

Time for change | DI&B 2021 Report

10



1312

Diversity, inclusion and belonging in the UK workplaceTime for change | DI&B 2021 Report

What’s more, only a quarter (24%) invest in 

unconscious bias training, and a mere 8% have 

allyship programmes or hiring quotas. The most 

likely initiatives are unconscious bias training, 

mentoring programmes, D&I taskforces and 

having an in-house D&I lead, yet half of HR 

decision makers (49%) admit their organisations 

do not invest in any of these. 

These findings come as a surprise, although it 

is possible that a time lag between words and 

actions is to blame—not DI&B indifference. 

The data itself hints at this: among the 

organisations that have a dedicated D&I lead, 

the majority have only had the role in place for 

the past few years. This suggests a clear (if a bit 

belated) direction of travel that will no doubt 

improve in the coming years.

Alongside the issue of employer inaction, 

however, is one of awareness. A slight majority 

of firms do have a diversity policy (though it’s 

not clear cut—59% of HR decision makers say 

this is the case, versus 51% of senior managers 

and 43% of employees), which is troubling for 

two reasons. First, this shows a large portion of 

companies, in 2021, still do not have a diversity 

policy. Second, the fact that a third (32%) of 

employees ‘don’t know’ reveals an urgent need 

for companies to seriously improve internal 

communications around DI&B.

DI&B: Supported by many, rolled out by few

1 in 5 (19%) companies has a 
dedicated DI&B lead

19%

While 2020 was a landmark year for DI&B awareness, actual workplace schemes are not yet the 

norm. According to HR decision makers, just 1 in 5 (19%) companies has a dedicated DI&B lead.

Does your organisation currently 
have a diversity policy?

Employees Senior  
managers

HR decision  
makers

51%
43%

59%

38%

24%

30%

12%

32%

11%

Yes No Don’t know

Diversity, inclusion and belonging in the UK workplace



1514

Diversity, inclusion and belonging in the UK workplaceTime for change | DI&B 2021 Report

Thankfully, where diversity policies exist, the 

majority of respondents believe their employer 

makes good on its aims, or at least tries its best 

to. But if, as is expected, more organisations 

wake up to the importance of DI&B in future, it’s 

likely bottom-up support—or even pressure—

will play a key role. A standout finding from 

the survey is how strongly the UK workforce 

believes businesses should take a stand on 

social issues. More than half of employees 

(55%) feel employers should have a stance on 

important issues, and this belief is higher still 

among senior managers (57%) and HR decision 

makers (62%). 

For every social matter—gender equality, 

the environment, racial equality, economic 

inequality and LGBTQ+ issues—respondents 

are more likely than not to say their employer 

should have a public stance. Employees and 

senior managers want to see their organisation 

speak out on the environment most keenly 

(56% and 65%, respectively), whereas HR 

decision makers are the group who most 

strongly believe businesses should speak 

out on societal issues across the board—

in particular gender equality (69%), the 

environment (68%) and racial equality (65%). 

Despite the strength of feeling among all 

groups, it’s interesting to note the reality, 

so far, is quite different. Just 1 in 4 senior 

managers (24%) say 

their organisation 

has taken a stance on 

the environment, for 

example (with 21% of HR 

decision makers and just 

16% of employees seeing 

this at their company). 

Other social matters 

fare worse—with half 

of all HR decision makers (plus 43% of senior 

managers, and 41% of employees) admitting 

their organisation hasn’t taken a stance on any 

social issue.

UK employers should note these findings—

the vast gap between staff expectation and 

reality—with curiosity. Smart ones, of course, 

will act on them. 

At every level, DI&B is important to  
the UK workforce
In spite of the above statistics, one thing is clear: DI&B matters to people. Three-fifths (60%) 

of senior managers and HR decision makers say diversity and inclusion is important to them 

personally, and half (51%) of employees agree. 

Half of all HR 
decision makers 
admit their 
organisation 
hasn’t taken a 
stance on any 
social issue.

Which of the following issues, if any, has your 
organisation taken a public stance on?

Employees Senior managers HR decision makers

Don’t know

32%
12%

13%

Racial equality
12%

21%
18%

LQBTQ+ issues

12%
18%

17%

Gender equality
10%

20%
16%

Economic inequality

7%
14%
14%

None of the above
41%

43%
50%

Environmental issues
16%

24%
21%
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Across all demographics, the gender pay gap 

is deemed most important, followed by age 

discrimination. Meanwhile, all groups feel it’s 

an organisation’s job to address climate change 

and racial inequality, while a plurality think they 

also have significant responsibility in tackling 

LGBTQ+ discrimination and poverty.

Digging into the data, almost two-thirds of 

employees (63%) feel employers are duty-

bound to tackle gender pay equality, although 

this feeling grows stronger among senior 

managers (69%). For HR decision makers, it 

was more than three-quarters (76%). Support 

for addressing age discrimination is equally 

high—employees (63%), senior managers (66%) 

and HR decision makers (73%) want to see 

employers take action. Perhaps fittingly, these 

are two areas over which organisations hold 

direct and decisive power. 

Moreover, the stats don’t lie. Any employer who 

is yet to root out gender or age discrimination 

can no longer hide behind a lack of awareness. 

In addition to a strong moral case (and 

important legal one), staff at every level expect 

gender and age discrimination to disappear 

from the modern workplace. (For advice 

on how to better support female and older 

workers, see page 54.)

FAO employers: Staff say it’s your duty to 
ease society’s ills

Discrimination in UK workplaces  
remains a problem

The UK workforce has spoken: organisations having a stance on pressing issues is not enough. 

The vast majority of respondents believe businesses have a direct responsibility to solve 

problems—from racial inequality to LGBTQ+ discrimination.

Between a quarter (23%) and a third (31%) of survey respondents say they have experienced 

workplace discrimination. Though this only tells half the story. 

Employees Senior  
managers

HR decision 
makers

% Rank % Rank % Rank

Gender pay equality 63% =1 69% 1 76% 1

Age discrimination 63% =1 66% 2 73% 2

Climate change 56% 3 59% 4 59% 5

Racial inequality 55% 4 60% 3 67% 3

LGBTQ+ discrimination 48% 5 56% 5 64% 4

Poverty 44% 6 46% 6 47% 6

Between a quarter (23%) 
and a third (31%) of survey 
respondents say they have 
experienced workplace 
discrimination

23% 31%

Among employees, nearly half of LGBTQ+ (47%) 

and ethnic minority (49%) workers have faced 

discrimination at work. A shocking finding, 

this proves—despite growing efforts and 

awareness around DI&B—an individual from 

either group is more than twice as likely to be 

discriminated against, compared with other 

staff members. Worse, it means an LGBTQ+ or 

ethnic minority employee (when ‘don’t know’ 

responses are factored in) is more likely than 

not to have experienced unfair treatment when 

doing their job.

Of the LGBTQ+ respondents who have 

been discriminated against, 7 in 10 (72%) 

say they were bullied by colleagues. Over 

half (53%) believe their sexuality meant they 

were overlooked for a promotion or pay rise. 

Among non-white employees, 1 in 2 (52%) 

have faced workplace bullying, whereas 45% 

say colleagues have made jokes they found 

inappropriate, and made them feel excluded.

Data can only tell us so much, of course. 

Intersectionality (see page 26) is a key theme 

throughout this report, and studies show 

discrimination is not easily quantified. Applied 

here, that is to say an ethnic minority employee, 

who is also LGBTQ+, may face unfair treatment 

at work for being LGBTQ+. For their non-white 

background. And specifically for being an 

LGBTQ+ ethnic minority.

Chart displays % of respondents saying significant responsibility

LGBTQ+ Ethnic minority

Nearly half of LGBTQ+ 
(47%) and ethnic minority 
(49%) workers have faced 

discrimination at work

47%

49%
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Each group claims they would be most 

comfortable taking action against 

discrimination towards female colleagues, yet 

it’s senior managers who feel this most strongly 

(70%, versus 69% of HR decision makers, and 

51% of employees). The data poses several 

fascinating questions, however. First, the gap 

between issues is small among each audience. 

For instance, 63% of senior managers say 

they’re willing to blow the whistle on LGBTQ+ 

discrimination—the lowest support among 

eight listed issues—yet this is just a 7% drop-

off from the most popular response: fighting 

for female colleagues. The same is true for 

HR decision makers (female co-workers: 69%; 

LGBTQ+ co-workers: 62%) and employees (51% 

and 45%). This implies the UK workforce has a 

robust stance on workplace discrimination in 

general, rather than championing a particular 

cause above all else, or one that applies to them 

personally. That’s allyship (see page 44).

Comparing data across survey groups, 

there is also something to say about worker 

privilege. For instance, the fact that only 45% 

of employees say they’d call out anti-LGBTQ+ 

treatment, and 47% would take action against 

disability discrimination (versus 63% and 66%, 

respectively, for senior managers) doesn’t 

mean employees do not support these groups. 

The question asked was “How comfortable, 

if at all, would you feel in taking action”, with 

‘comfortable’ being the vital word. It is easy 

to imagine a senior manager or HR decision 

maker, given their 

place in the company 

hierarchy, feeling more 

assured to take a stand. 

Or even that it was part 

of their job description 

to do so. Employees, 

on the other hand, may 

feel less comfortable 

speaking out—in 

fear of punishment 

or retaliation. Whether an employer, in 

2021, would penalise any staff member for 

whistleblowing is not relevant in this case, as 

worry alone could stop an employee feeling 

‘comfortable’ to take action.

Allyship in action:  
Workers unite against unfairness
Amidst the bleak discrimination data, there is a bright shoot—employees, senior managers 

and HR decision makers alike say they’d stand up for their workmates, if they witnessed 

unfair treatment.

Employees, on 
the other hand, 
may feel less 
comfortable 
speaking 
out—in fear of 
punishment or 
retaliation.
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“Disability is overlooked, a lot  
of focus on race, gender  
and sexuality”

“I feel disability needs more focus. Staff from lower socioeconomic 
backgrounds continue to be underrepresented at higher levels.”

“I don’t think disability 
constraints are taken on board”

The only outlier to this is among senior 

managers—8 in 10 (81%) identify themselves 

as being most able to be themselves at work, 

acknowledging their position of power. And 

while no shortage of managers will also be men, 

female managers feel even more comfortable 

than their male counterparts—with 82% 

saying so, compared with 81% of men in senior 

management.

Asked about different groups, employees, 

senior managers and HR decision makers all 

identified disabled workers as who they believe 

feel least comfortable bringing their true self 

to the workplace. Each time, less than 1 in 2 

said a disabled worker would feel empowered 

to doing so. Likewise, each audience group 

said their organisation is least likely to support 

disabled people to be their true selves at work.

Given the many structural problems disabled 

people already face when accessing the 

workplace (both physically and from a hiring 

perspective; see page 68), it’s important 

employers heed this warning. Not enough is 

being done to support disabled workers— 

so say your employees, HR decision makers  

and senior managers.

And just in case further proof is needed, 

when given the opportunity to identify any 

‘overlooked’ DI&B issues at their organisation, 

respondents most readily flagged disability.

Bringing your true self to work:  
Easy for some, less so for others
Staying with the sometimes-uncomfortable topic of privilege, surveyed groups 

overwhelmingly agree (by 77% or more) that men are able to be their true selves in 

the workplace.

To what extent, if at all, do you feel each of the 
following groups feel comfortable being their true 

selves in the workplace at your organisation?

Employees Senior managers HR decision makers

Employees from disadvantaged backgrounds
51%

56%
52%

Employees with disabilities
46%

46%
48%

Female employees
75%

77%
75%

You personally
74%

81%
76%

Older employees (i.e. those aged 55 and over)
72%

70%
78%

Younger employees (i.e. those aged 24 and under)
69%

65%
63%

Employees from minority ethnic backgrounds
55%

58%
54%

LGBTQ+ employees
49%

51%
52%

Male employees
81%

77%
84%
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In the context of DI&B, WFH/hybrid work can, 

simultaneously, discriminate and empower (see 

page 95). In a welcome change from the above 

statistics, disabled employees are known to 

benefit from such flexibility. Respondents agree 

the shift to home or hybrid working has had a 

positive impact on disabled employees—with 

with 38% of senior managers and 40% of HR 

decision makers saying so. 

Other perceived winners from this freedom to 

work more flexibly are working parents (more 

than 7 in 10 HR decision makers and senior 

managers, 55% of employees) and, to a lesser 

extent, workers experiencing the menopause—

with 4 in 10 HR decision makers and senior 

managers, and a third of employees pointing 

this out. (For more information on supporting 

menopausal staff, see page 95.)

But, as we outline above, WFH/hybrid work 

is not all positive. Especially when a company 

wants its workers to feel like they belong. 

Three-fifths of HR decision makers (59%) 

say the onboarding process for new starters 

suffers as a result of less time in the physical 

office onboarding process. Senior managers 

(55%) and employees (41%) also pinpoint this 

as the biggest drawback of hybrid working. All 

groups acknowledge this new way of working 

means employees will feel less included in 

important discussions, although when it comes 

to company culture, opinions differ.

HR decision makers are the most downbeat 

about WFH/hybrid work’s impact (42% 

negative; 25% positive; 22% no difference), 

whereas employees themselves are virtually 

undecided. A quarter (26%) say there’s no 

change to company culture, with 29% saying 

it’s worse and 23% better. It’s a mixed picture, 

although this perhaps serves its own lesson: 

employers should work even harder to ensure, 

amid our new and future-proofed normal, team  

bonds don’t suffer.

WFH: A pro and pitfall for DI&B
With many UK companies still figuring out what the future of work should look like, 

post-Covid, it’s crucial to keep in mind that working from home, and hybrid work 

structures, are complex. 

Has the shift to home or hybrid working had a positive 
impact on disabled employees?

38% of Senior managers  
said yes

40% of HR decision makers  
said yes

38% 40%

22

Diversity, inclusion and belonging in the UK workplace
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The majority of respondents are satisfied 

with their own organisation’s approach to 

diversity, inclusion and belonging. In fact, if you 

combine answers of ‘very’ and ‘fairly satisfied’, 

employees’ net satisfaction is 72%. For HR 

decision makers it’s three-quarters (75%), and 

more than 8 in 10 senior managers (83%). 

Despite a range of eye-opening statistics, just 1 

in 10 employees (11%) are unsatisfied with their 

firm’s DI&B approach—with a slightly higher 

level of dissatisfaction among senior managers 

(14%) and HR decision makers (19%).

All groups believe working conditions have 

improved for working parents in the past five-

years, and feel things are slowly getting better 

for LGBTQ+ and non-white workers too.

The challenge? Making progress permanent. 

A massive 90% of HR decision makers say 

hiring quotas would best improve employee 

experience in the workplace. Among senior 

managers, more than three-quarters (77%) 

believe mentorship programmes would have 

the greatest impact. For employees, hiring 

quotas top their list, with 76% saying these 

would be impactful. Although there is also 

majority support—in all demographics—for 

allyship programmes, internal D&I taskforces, 

and a dedicated DI&B lead.

If your organisation is not yet acquainted with 

any of the above—as is the case at half of all UK 

companies—then perhaps you can make 2021 

onwards the time of real, lasting change.

There is cause for optimism,  
yet there’s more work to do
If there’s a takeaway message for UK employers from the Indeed and YouGov survey, it’s that 

we are still a long, long way from it being ‘mission accomplished’ on DI&B. Yet there are bright 

shoots aplenty.

“My organisation is truly global. 
It has been very proactive over 
the last few years in promoting 
diversity awareness, inclusion, 
& wellbeing among all its 
employees, no matter where they 
are located.” 

“Direction of travel is right, but so 
much more could be done.”

Overall, over the past 5 years (i.e. since 2016) would you 
say things have got better, worse or stayed the same for 

each of the following groups in your organisation?

Employees Senior managers HR decision makers

Younger employees (i.e. those aged 24 and under)
14%

24%
22%

Older employees (i.e. those aged 55 and over)
11%

17%
18%

Male employees
8%

11%
14%

LGBTQ+ employees
22%

29%
25%

Employees from minority ethnic backgrounds
20%

30%
27%

Female employees
20%

30%
24%

Employees with disabilities
19%

23%
25%

Employees from disadvantaged backgrounds
14%

19%
17%

You personally
13%

18%
15%

Working parents
22%

31%
38%
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Understanding 
intersectionality

Simply put, it’s an appreciation that individuals 

are individual. Everyone has their own unique 

experience of the world, and the many criss-

crossing factors that make up a person’s 

identity impact how they are treated—and 

sometimes mistreated—by others.

For instance, a disabled woman may experience 

discrimination as a woman, and discrimination 

because she is disabled. Yet there are specific 

disadvantages she’ll face as a disabled woman, 

that neither men or non-disabled women have 

to reckon with. That’s intersectionality. It’s 

where race, gender, disability, neurodiversity, 

sexuality and more overlap, and how this can 

shape the unfair treatment some  

people receive.

What it is, what it isn’t, and why it matters to 
the modern workplace.

What is intersectionality?

Professor Kimberlé Crenshaw, a legal scholar, 

coined the term in a 1989 paper, which focused 

on three legal cases where courts would only 

hear the claims of Black women under the 

banner of sex or racial discrimination. In each 

case, it was not just both, but the interplay 

between the two.

To prove her point, Professor Crenshaw used a 

real-world analogy: if you stand in the middle 

of a traffic intersection, a car—or, in this case, 

oppression can hit you from any number of 

directions or sides.

Where did the word originate?

The conversation around intersectionality 

has caught fire in recent years. Largely, in the 

context of feminism, 

and stoked in no small 

part by social media. 

What’s striking is how 

often intersectionality 

gets confused, or 

even distorted, 

despite a clear 

definition. 

In fact, in 2009 

Professor Crenshaw 

said she’s “amazed 

at how it gets 

over- and under-

used; sometimes I can’t even recognise it in 

the literature any more.” Ten years later, she 

spoke at a number of panel discussions titled: 

‘Mythbusting Intersectionality’.

With that in mind, here’s what intersectionality 

is not: a religion. A “conspiracy theory of 

victimisation.” Or a game of rock, paper, 

scissors that only rewards the most oppressed, 

and sees straight white men lose every time. 

While open, honest conversations about 

intersectionality are healthy, forgetting its 

true meaning is risky. Adding tribal opinion to 

what is an inarguable fact—that people from 

different backgrounds experience the world 

differently—can make it far harder to address. 

Why is there so much debate?

The conversation 
around 
intersectionality 
has caught 
fire in recent 
years. Largely, 
in the context 
of feminism, 
and stoked in 
no small part by 
social media. 
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It’s no secret that diverse workplaces are 

important. Almost 9 in 10 jobseekers say 

company diversity is a key factor when 

looking for a role. Three-quarters of millennial 

employees say their organisation is more 

creative when it has a culture of inclusion. 

And there’s a clear link between diversity and 

company success.

What’s less easy to show in data is the 

value of representation. This means giving 

workers from all backgrounds a voice. Hiring 

to merely fill quotas or tick boxes can harm 

employees and organisations alike, especially 

when one person is expected to speak for an 

entire race, gender or community. That’s not 

empowerment, it’s 

equal parts pressure 

and tokenism.

Strive for a workforce 

that is representative 

of your staff, top to 

bottom. Then equip 

each employee with the training and support 

they need to thrive. 

How to approach 
intersectionality in the workplace

Hiring to merely 
fill quotas or tick 
boxes can harm 
employees and 
organisations 
alike.

A worn-out phrase, yet here it’s exactly right: 

knowledge is power. Actively search for lurking 

unfairness, and look hard. Sometimes, even 

well-meaning DI&B actions can disguise hidden 

bias—for example, closing the gender pay gap. 

It’s objectively positive, yet only half the battle. 

What about employees from different ethnic 

backgrounds? Disabled staff? LGBTQ+ 

workers? Or women who are also any 

combination of the above? According to the 

Equality and Human Rights Commission, just 3% 

of employers measure ethnicity and disability 

pay gaps. 

Meanwhile, a 2018 higher education report 

found ethnic minority women are more likely 

to experience a “pay penalty” due to their 

ethnicity than gender. This alone shows a 

‘women-first’ approach only goes so far.

Beware of hidden challenges

An extension of the above. Simple actions, like 

investing in staff education—e.g. unconscious 

bias, mental health or antiracism training (see 

page 65)—can have a profound, company-wide 

impact on awareness. 

Weaving understanding into workplace 

culture means employees themselves may 

drive progress—launching their social groups, 

leading volunteering efforts for underserved 

communities, and feeling empowered to steer 

the DI&B agenda from the bottom-up.

Make it part of company culture

Aim for representation at every level
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I’ve always found myself in 

difficult conversations and 

spaces. Being mixed race, 

I was asked questions 

about my identity from 

a really young age. 

When I was 10, I was in a chicken shop and a 

guy noticed I was wearing a cross around my 

neck. He asked what my name was, and before 

long I—someone with a very Muslim name, 

but who identifies 

as Christian—was 

having to defend my 

identity, and come up 

with justifications and 

reasons to a grown 

adult.

Over the years, those 

questions of identity 

and belonging have 

always persisted. 

Particularly, because 

of the multiple 

heritages I have, 

I’ve often ended 

up, by accident, 

in spaces that are 

uncomfortable.  

But I came to see this as a challenge that 

allowed me to see myself, and the world, in a 

different way. I realised this is an amazing space 

for other people to learn and grow and change.

So I now design and deliver bespoke workshops 

to a whole range of clients and sectors around 

the world—covering things like antiracism, 

privilege, allyship, microaggressions, all  

of that stuff. 

For many people at work, they just don’t have 

those conversations—we’re all just trying to 

get on with our jobs, and do whatever it is we 

need to do that day. Often, people find it easy 

to see problems elsewhere, or see the problem 

in a system or a specific individual, but not really 

think about what they are contributing towards 

it. Uncomfortable conversations are all about 

asking questions of ourselves that we haven’t 

asked before, so we can begin to think about 

what action actually looks like.

Such conversations are super powerful, as 

people get pushed out of their comfort zone, 

have to put themselves in someone else’s 

shoes and ask hard questions of themselves. 

Ultimately, this pushes you in a new direction. 

which then allows for an actual outcome.

Time for change | DI&B 2021 Report
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Putting the  
‘B’ in DI&B
Too often ignored in the context of workplace diversity, 
belonging is so important. Without it, your staff can’t give 100% 
of themselves to the role or organisation. Here, diversity and 
inclusion facilitator, Bilal Harry Khan, outlines why embracing 
discomfort, and being a stickler for correct names and pronouns, 
can help bring people together.

Uncomfortable 
conversations 
are all about 
asking questions 
of ourselves that 
we haven’t asked 
before.

The power of uncomfortable 
conversations 
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How to foster discomfort:  
a workplace guide

Over-
communicate in 
advance
Groundwork—framing 

why you’re having these 

conversations—is super 

important. The times I’ve seen it go wrong is 

when I’m brought into an organisation, and 

people have no idea why they’re there. People 

are defensive, get their backs up and no one 

has an end goal in mind.

To prevent that, be over-communicative about 

why you’re having the conversation. Don’t just 

step in at the deep end, where suddenly you’re 

talking about privilege and microaggressions 

without any warning or context. It’s about 

creating a foundation for a learning culture. 

Acknowledge the awkwardness 
Speak about the different ways discomfort 

might show up for people, and encourage 

them to notice this when it shows up. Some 

employees will want to sink into their chairs and 

disappear, others may want to argue, justify and 

defend. Alert them to the fact that, throughout 

these conversations, they might feel all of these 

things and more, and they should take time to 

label these emotions. 

At the same time, staff should think about 

the impact on other people in the space. 

For instance, if I’m arguing, justifying and 

defending, or sinking into my chair, how will 

that make my colleagues feel?

Ask for openness, and make 
space for slip-ups
It’s not about just talking for the sake of talking, 

but actually doing something different and 

actionable at the end. With that in mind, alert 

people to the fact it’s super important to be 

open and honest. They should be open to 

getting things wrong, open to saying things 

they haven’t said before, open to hearing new 

experiences, and honest about the hard stuff. 

Often, particularly at work, people only want 

to talk about good things, and things that are 

going well around diversity and inclusion. Being 

honest about what hasn’t gone too well is quite 

powerful, so try to create a space where it’s safe 

enough for people to do that. 

Allow workers to add their  
own T&Cs
At the beginning of any conversation,  

having offered up the framework and  

talked through the learning culture from 

a facilitator perspective, ask people what 

they need from their colleagues to make this 

conversation useful. 

People often throw around things like active 

listening, that it should be a confidential 

conversation, or that everyone should believe 

each other. So, before rushing in to have the 

conversation, a brief prep session to set out 

the terms for how you’re going to go about it is 

really effective.

Put faith in the professionals
I have seen these workshops done successfully 

in some organisations, but it does put a very 

particular burden on any member of staff 

running the session. Why? Because you can’t 

be truly neutral—you work with these people, 

you’ll know things about them, and have your 

own preconceptions. 

The benefit of 

calling in an external 

facilitator is that you 

can have me in, I’ll 

run the conversation, 

everyone gets to take 

part as an equal, and 

then I’ll step away. 

You don’t have to 

see me again, but 

you can carry on the 

conversation, should you so want to. There’s 

also a benefit in that every member of staff 

gets to take part as a participant, with no one 

in-house having to run things.
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Because you 
can’t be truly 
neutral—you 
work with these 
people, you’ll 
know things 
about them, and 
have your own 
preconceptions. 
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That’s not my name:  
The importance of pronunciation, 
and power of pronouns

Years ago now, I said 

something on Twitter 

about my name being 

mispronounced. Loads 

of people commented 

to say they’d had similar 

experiences. I now know it’s much more 

common than people think—and it’s not  

always accidental. 

I used to be a school speaker, and one time 

this teacher who I knew quite well asked me 

to do a talk. He knew my name was Bilal, he’d 

addressed me as Bilal, but when we got into 

the school, he introduced me to a whole room 

full of students and teachers as Harry. That’s 

not what I’m called, it’s my middle name. 

Afterwards, he said sorry, but that the students 

wouldn’t understand or would find it difficult. In 

actual fact, it wasn’t them who had a problem,  

it was him.

Throughout my life I’ve had people refer to me 

as my middle name, or call me Bill, which is also 

not what I go by. Anglicising names, or picking 

and choosing, makes it easier for the person 

saying the name, as opposed to the person 

themselves. It’s not ok, and it won’t help people 

feel like they belong.

If a person tells you they go by a nickname,  

then permission has been granted and they’ve 

given you consent to use it. The issue comes 

when people do give someone a nickname 

without permission.

Who gets to decide if something’s harmful? 

Probably, it’s the person who feels harmed, 

right? And often, well-intended people focus on 

their good intentions, not their actual impact.  

A justification that’s often given is that 

someone was trying to be nice but, in reality,  

it’s not up to them. 

At the same time, there’s always a chance 

someone becomes so tired of having their 

name mispronounced or bastardised, they 

decide to use another one that’s easier 

for people to say. For example, my dad’s 

name is Asif, and when he used to work, his 

colleagues—for some reason—called him 

Ronnie. He said he didn’t mind, and that it was 

easier for them, but he had a four-letter name, 

which is not particularly hard to say. 

This still happens a lot in workplaces, especially 

with Asian or African people who offer up an 

anglicised name for the sake of ease. It’s their 

choice, but you sometimes get the sense it 

comes from exhaustion and fatigue—so they 

don’t have to constantly reaffirm or remind 

someone how to pronounce their name.

Nicknames aren’t always ‘friendly’ 
or ‘affectionate’

I can understand getting someone’s name 

wrong once or twice. But when someone has 

introduced themselves several times, you 

don’t really have an excuse. What people don’t 

always understand is there’s a rooted history of 

non-white people being given different names. 

Looking back at slavery and colonialism, people 

often had their names taken away. So while it’s 

obviously not about slavery and colonialism in 

the modern office, it’s a very micro reminder of 

a time when people’s names were overwritten 

or erased.

Don’t forget, people who aren’t white, and 

have names that aren’t from England, may feel 

proud to have their name. It could be a part of 

their family history, or 

have a story behind it. 

Words have power, so 

once someone’s name 

gets taken away, it’s 

like removing part of 

your identity. Your 

name is a big part of 

who you are—when 

you’re born, it’s the 

first thing you are given, and it’s the first thing 

anyone knows about you when you meet them. 

‘Hi, my name is…’, and then you have an actual 

conversation. So when someone gets that first 

bit wrong, it can set the whole tone off.

The problem with mispronouncing names 
Don’t forget, 
people who 
aren’t white, 
and have names 
that aren’t from 
England, may 
feel proud to 
have their name.
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At more and more organisations, it’s 

encouraged to put gender pronouns in your 

email signature or Zoom name, for example. 

This is not just a nice thing to do, it’s powerful. 

This normalises the conversation, and allows 

everyone to visibly see how other people 

choose to be identified—not just trans or  

non-binary people. 

It might be that every single person at your 

organisation is cisgender. If so, ask why, as this 

might say something about the organisation. It 

doesn’t necessarily mean trans or non-binary 

people don’t want to work there, but it might be 

that they don’t feel like they can. By normalising 

gender pronouns, it means that if someone did 

start at the organisation, and who doesn’t go by 

‘he/him’ or ‘she/her’, that person is more likely 

to feel like they belong.

It’s a well-known fact 

that when employees 

feel like they belong, they 

are more productive. 

It’s simple—if you enjoy 

your work, you want to 

do it more. And when microaggressions are 

taken away, there’s less cognitive load, so it’s 

easier to navigate the work you need to do. 

And if employees are more productive, the 

organisation itself is going to feel like a  

happier place.

This is why pronouns are important, because 

it all comes back to belonging. People need to 

stop thinking about this in their own terms—

like, ‘It’s weird for me to call someone they, I 

haven’t done that before’—and instead focus 

on prioritising someone else’s belonging in the 

workplace, over their own comfort. 

It’s ok to ask people. You can ask someone 

how they define their racial, ethnic, national, 

gender identity, and they can then offer that 

to you. In return, if you mess it up, and use the 

wrong gender pronoun, just apologise and 

acknowledge your mistake, then put the onus 

on yourself to get it right next time. 

Covid-19—and the 

subsequent rise of remote 

and hybrid working—saw 

team bonds stretched like never 

before. It’s easy to assume the best 

way to bolster belonging among 

workmates is less technology when, in 

fact, the solution might be even more. 

Used as a plugin on Slack, Donut can 

be deployed to introduce new hires to 

the wider company, launch mentorship 

programmes, or even jumpstart 

random watercooler chat. 

2. Strengthen relationships 

with a free Donut

How employers can take the lead

Why pronouns can engender belonging

Staff surveys are by no 

means cutting edge, but 

some things don’t need 

innovating. A well-made 

engagement survey can 

reveal key engagement 

drivers throughout the 

organisation, what matters to different 

groups, and whether each individual 

staff member feels they belong. But data 

is irrelevant in isolation—the important 

part is the action that follows.

1. Measure employee engagement

A quick and effective fix 

for mispronunciation 

and pronouns (see left), name.pn allows 

employees to tell others exactly what 

they want to be called, and how. From 

full names and formal ones through 

to nicknames that are (and are not) 

appropriate, it’s a free and easy how-to 

in making colleagues feel comfortable. 

Each user gets their own URL, ready to 

be tagged on to email signatures and 

social media profiles. 

3. What’s in pn name?

Why stop at preferred names and 

pronouns, when you can provide 

comprehensive instructions for every 

employee? While some critics say this 

information could be weaponised 

by bosses, the concept of employee 

user manuals was popularised by 

the entrepreneur and strategist, Ivar 

Kroghrud in 2013, and continues 

to grow in popularity. As hybrid 

working becomes the norm at many 

companies, knowing how your 

colleagues work best, and what you 

can personally do to support them 

as both peers and people—whether 

in-person or from afar—can only make 

for stronger, more connected teams.

4. Personal user manuals

4 easy ways to boost belonging
The tips, tricks and tech that can help every 

worker feel like they belong

from
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What does your job—or rather, jobs—entail?

By day I work at an online fashion retailer as 

features editor, and for more than the past 

five years now I’ve been leading SEASON zine, 

which is a fashion and football platform. Our 

whole mission statement is to counter the 

fact that modern football culture is male, pale, 

and sometimes stale. We do that in the form 

of a printed zine, through our socials, website 

content, and we try to put on events—although 

Covid has kind of stopped that. Around that 

I also contribute to different titles. This year 

I’ve interviewed Dina Asher Smith for The 

Telegraph, Wilfried Zaha for The Face, and 

Marcus Rashford for a High Snobiety cover 

story. So yeah, I do different things, but mainly 

writing and lots behind the scenes.

“ What does solidarity mean? It’s not action,  
and doesn’t change anything. I don’t need  
any more solidarity.”

Game changer: Why gestures 
alone won’t tackle racism

Felicia Pennant
Founder & Editor-in-chief—SEASON

PROFILE
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Five years on from launching SEASON,  

do you feel football is any less male,  

pale or stale?

When I started SEASON I was 24, and I think I 

was naïve in thinking it would have changed 

by now. Actually, while there have been strides 

in some ways, in other ways it hasn’t. The male 

part is quite obvious—football is really male-

dominated. Pale is the fact that it’s a white 

space, and I’m a Black woman. While I never 

let that deter me, it deters a lot of people that 

want to be involved. And the stale part is just 

the fact I come from a creative background, 

and whenever there’s a formula, everyone 

does the same things. [At SEASON] we’re 

always trying to find a way to engage and 

story-tell—not just through words but visuals, 

graphics, and by doing things a bit differently. 

The spark was just being obsessed with 

football, but also working in fashion and 

meeting lots of great people that like both. Of 

course, there’s always been a stereotype of 

what a female football fan is—you’re a tomboy, 

or a lesbian. [Football is] really masculine 

and there aren’t many Black people, or any 

women, so I didn’t really feel represented by 

what was going on in front of me. Years later, 

there isn’t another publication doing what 

we do, although the common misconception 

with us is, because the focus is women—and 

marginalised communities as well—people 

think it’s about women’s football. No, it’s about 

women in football, or people in football.

Do you think journalism, or fan-led action, 

has the power to change football from the 

bottom-up?

I know it’s a common refrain to say ‘it’s bigger 

than football’—football is just one area where 

this plays out, and it’s a microcosm of the 

issue—but it’s such an individual thing. I know 

that, for me, I’m at a point where I don’t want to 

waste energy. I personally think a lot of these 

yearly campaigns are just a lot of hot air, where 

nothing is changing. 

But for other people 

it’s really important, 

it makes them feel 

like they can feel 

part of the space as 

a Black person, and it 

feels like something 

is being done. 

For me personally, 

because actions speak louder than words, it’s 

a bit tricky. If you’re taking a knee in solidarity, 

and I’m being racially abused, you’re doing 

nothing. I don’t need that—stand up. It’s 

different for everyone, but I’m in the Wilfried 

Zaha school of thought, to be honest. I just 

don’t think it’s enough, it’s a cop out, and 

people do it so they can say they’re standing 

[for antiracism]. Whenever we come to this 

subject, it always becomes, ‘Let’s ask the 

Black or discriminated person about their 

experience’, rather than asking the non-Black 

or privileged person: ‘Why didn’t you  

say anything?’. 

To what extent is this about allyship, and 

everyone’s responsibility to challenge abuse 

when they see it?

It’s beyond allyship, it’s just basic. If someone 

hits your friend, you would stand up for your 

friend. Why is that different to someone 

dehumanising somebody? Like, everyone’s 

quick to defend certain things, but why, when 

it’s something like this, people stay silent? We 

can talk about the 

fact that everyone 

was raving about 

England [at Euro 

2020], but as soon 

as they missed some 

penalties it became 

racial. Mesut Özil said 

it best: “I am German 

when we win, but I’m 

an immigrant when 

we lose.” It’s that kind 

of mentality, but what’s really annoying is that 

it’s the same thing over and over again. 

Black and marginalised people aren’t surprised. 

It’s always a white person who says they didn’t 

realise this was happening. Gosh, imagine being 

able to block that out, or pick and choose when 

you engage with these topics. Taking a knee for 

me has become a meaningless gesture—they 

just kneel, stand up and continue—nothing’s 

really changed. I don’t know what the answer is, 

but I know it’s not talking, or all these schemes 

and gestures, because if that was the case it 

would have been sorted years ago.

Intersectionality is key to a person’s 

experience of the world. As a Black, female 

football fan, have you ever experienced 

discrimination at matches?

On a daily basis, when you leave your front door 

as a Black woman, you decide whether things 

are worth your energy. For example, what will 

be achieved if I speak out on this? If I confront 

somebody, will I be putting myself in danger? 

For me personally, I’ve never had anyone do 

or say something to me directly in a stadium. 

But, given how outnumbered I am, why would I 

confront somebody in a crowd of thousands of 

people where, if they decide to switch on me, 

I’m completely outnumbered? It’s not a place of 

fear, I see it as being smart—It’s not worth it. 

I think the nearest I’ve ever come was Chelsea 

v West Ham away, and I was walking into the 

stadium with my dad. I guess I didn’t know it 

would be so extreme, but my dad had taken off 

his scarf, and I was there in a Chelsea hat. Some 

guy was like, ‘Let’s beat them up’. I don’t know 

if it was because I was wearing a Chelsea hat or 

because we were both Black. That heightened 

environment, when people are drinking, it’s 

about whether it’s worth it. Even planning 

where I wanted to be for the [Euro 2020] final, I 

wanted to be south of the river, near my house, 

and I wanted to be in a Black-owned pub. It 

was really important to be in a space that was 

diverse and inclusive. 
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“I personally 
think a lot of 
these yearly 
campaigns are 
just a lot of 
hot air, where 
nothing is 
changing. 

“If someone hits 
your friend, you 
would stand 
up for your 
friend. Why is 
that different 
to someone 
dehumanising 
somebody? 
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It’s easy to forget football clubs are major 

employers. What more could they do to lead 

on DI&B?

It’s really hard to say, because it’s a concerted 

effort by everyone. Firstly, every organisation 

needs to take stock of where they actually 

are. What does diversity and inclusion mean 

for you? What does that mean? Where are we 

now? Where are we achieving, and where are 

we failing? Then actually go and 

do that groundwork, that soul-

searching and talking to people. 

If there are very few Black people 

in your organisation, there’s a 

reason why that is. Sometimes 

people say things by not saying 

things, or by their absence in a 

space. So if your organisation 

isn’t very diverse, and I include football clubs in 

that, ask why that is, and how you can change 

the environment by actively seeking out  

people to consult. 

There are so many diversity and inclusion 

experts that can help run workshops and 

do things to create a better environment. 

And then, for me, the real kicker for all of 

this is, when something happens, what do 

you do in the moment? You know, that fight 

or flight. When you say ‘zero tolerance’ [for 

discrimination], what does that mean? Are you 

going to stand strong even if you’ll receive 

a backlash? What’s more important—your 

reputation, your money or doing the right 

thing? In football, money talks. For instance, 

that weird social media blackout over Bank 

Holiday weekend—that was utter nonsense. It 

was a clear timeframe, which allowed people to 

do things after it finished, and people said they 

were doing it for solidarity. What does solidarity 

mean? What is that? It’s not action, and doesn’t 

change anything. I don’t need any 

more solidarity. 

Companies have lots of schemes, 

they have their diversity and 

inclusion groups, they set goals and 

do all these things, but it’s all well 

and good when things are going 

smoothly, but what about when 

something happens that hasn’t been planned 

on a spreadsheet? What happens when it’s 

spontaneous, and you need to make a split-

second decision in that moment? It goes back 

to the original point—there’s a lot of talk, and 

saying the right things after the fact, but what’s 

happening when it’s happening, and how are 

you preventing it? I think attention is focused 

on the wrong part of what’s happened. It 

should be at the root cause—the beginning and 

the middle—not the end. 

“What does 
diversity and 
inclusion mean 
for you? What 
does that mean? 
Where are we 
now?

43
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How to be a better ally

Allyship is a lot of things. It’s self-education, 

being engaged with changing social issues. 

Immersing yourself with content from groups 

outside of your own. Having conversations 

with, and listening to, underrepresented 

groups. Allyship is Empathy. An ally is someone 

who uses their power and privilege to advocate 

for others, and allyship is using your voice in a 

meeting—when someone says something that 

is not quite right—to call out discrimination 

and microaggressions. Allyship is ensuring your 

recruitment process is free from bias. Also, 

allyship not being afraid to make a mistake. 

But before you can take action, you need to 

educate yourself. 

Performative allyship is doing something 

simply for showmanship, showwomanship, 

showpersonship. Often, it’s people with 

privilege professing solidarity with a cause, but 

only because everyone else is. It’s putting out 

a statement, yet not acting on it. For example, 

‘We stand with the LGBTQ+ community’, then 

doing no more. Or saying you champion your 

Black employees in October (Black History 

Month), but doing nothing once the month 

is over. That’s performative allyship, and it’s 

actually quite dangerous.

Allies have powerful voices. More than likely, 

allies are in a position of power and influence, 

and therefore have more privilege. This means 

they’re the ones who can really make change 

happen, and that’s why we need more allies. 

Allies understand what privilege means and use 

their privilege to create change.

Anyone can be an ally to someone, and 

allyship is intersectional. A white man or 

woman, for example, can be an ally to me—a 

Black woman. I can be an ally for someone from 

the LGBTQ+ community, or who is disabled. 

It’s vital we are all allies to different groups of 

people, as that is how real change happens.

After George Floyd’s terrible murder, the 

world woke up to the injustices so many 

people face. All of a sudden, race was thrust 

into the limelight. Organisations were trying 

to diversify their senior leadership, while also 

increasing their knowledge. It’s difficult, as 

systemic racism is still alive and kicking. How 

can you undo hundreds of years of racism?  

You can’t. But through self-education, you  

can learn, begin to understand, and have  

difficult conversations.

This isn’t a Black vs. white fight, it’s a case of 

everybody coming together for the greater 

good. If you look at the global Black Lives 

Matter protests, what happened after Sarah 

Everard’s murder, or more recently in football, 

Marcus Rashford’s mural—in each case whole 

communities came together. That’s allyship.

A good ally is not afraid to make mistakes. We 

are humans, and we slip up all the time. Do not 

let the fear of making a mistake—for example 

using the wrong terminology—prevent you 

from being an ally. It’s a case of picking yourself 

up, dusting yourself off and carrying on.

The need for allyship is clear, but demand is 

also growing. Companies must educate their 

staff, not only because it’s important, but as the 

next generation—Generation Z—expects it. 

These are young people who want change, and 

they want it quickly. 

Use your own platform to create change. 

There’s no point just talking about allyship—

that’s performative. Bring in expert facilitators 

to lead conversations. Invest in workshops. 

Look at your board, your senior leadership 

team, and who you have recruited recently. 

Which hires differ from the norm, and your 

‘cultural fit’? How could you do  

things differently?

Allyship is a lifelong journey—you don’t 

just read a couple of books and ta-da!  First 

you must educate yourself and others—

understanding situations, barriers and 

challenges—then keep learning and having 

conversations. There’s so much organisations 

can do, and  it can seem daunting, but if you 

start with education, the more equipped and 

informed you’ll be to make lasting change. 

Chikere Igbokwe—a DI&B leader who founded 
Inclucive, plus the Allyship community and 
Book Club—explains the power, and point, of 
allyship at work
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1. Why I’m No Longer Speaking to 

White People About Race 

—Reni Eddo-Lodge

2. The Purpose of Power 

—Alicia Garza 

3. New Daughters of Africa 

—Margaret Busby

4. Black and British 

—David Olusoga

5. Love in Colour 

—Bolu Babalola

1. Intersectionality Matters! With 

Kimberlé Crenshaw—African 

American Policy Forum

2. Momentum: A Race Forward 

Podcast—Race Forward

3. 1619—The New York Times

Books

1. For white people asking what to do 

about racism—Light Watkins

2. Don’t be a Bystander: 6 Tips for 

Responding to Racist Attacks—

BCRW Videos

Videos

1. LA 92

2. 13  th

3. Enslaved with Samuel L Jackson

Documentary

Podcasts

1. The Forty-Year-Old Version

2. When They See Us

3. Moonlight

TV/Film

Upgrade your allyship
To help employers and individuals jumpstart 

their allyship journey, Chikere created the  
‘30 Day Allyship Challenge’. Edited highlights are 
below, and you can find the full compendium of 

resources—plus daily goals—here.
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The evolution of an initialism, plus why letters—and their 
backstory—matter 

LGBT:  

Lesbian, gay, bisexual and transgender. First 

popular in the late 1980s, LGBT gradually 

replaced ‘gay’ as a blanket term for anyone who 

didn’t identify as heterosexual—as this wasn’t 

inclusive of other identities. 

LGBTQ:  
Lesbian, gay, bisexual, transgender and queer 

and/or questioning. The addition of ‘Q’ honours 

the term queer—used as an adjective by some, 

whose sexual orientation isn’t exclusively 

straight, yet who find the terms ‘lesbian’, ‘gay’ 

and ‘bisexual’ too limiting, and by others to 

express their gender identity (e.g. genderqueer 

or non-binary). Once used as a homophobic 

insult, ‘queer’ has been reclaimed by many as 

an umbrella term that effectively means not 

strictly straight. ‘Q’ also represents individuals 

questioning (that is still exploring)  

their sexuality. 

LGBTQI:  
Lesbian, gay, bisexual, transgender, queer 

and/or questioning and intersex. Intersex is a 

term for people born with sex chromosomes, 

external genitalia or internal reproductive 

system different to what is considered ‘male’ 

or ‘female’. Rather than being born with either 

XX (female) or XY (male) chromosomes, 

intersex people can be born with just one, or 

as many as five. Up to 2% of babies are born 

with anatomical ambiguity, which often sees 

parents and doctors ‘choose’ a child’s sex. Many 

campaigners and intersex adults want this to 

stop, as this snap judgment at birth may not 

align with a person’s gender or identity in  

later life.

LGBTQIA: 
Lesbian, gay, bisexual, transgender, queer and/

or questioning, intersex and asexual and/or ally. 

Asexuality is the lack of sexual attraction to 

others. Not to be confused with celibacy (which 

is a choice), asexuality is a sexual orientation. 

Though asexual people do not experience 

sexual attraction, some experience romantic 

attraction, and have the same emotional 

needs as anyone else. Ally typically refers to 

straight, cisgender people who aren’t part of 

the LGBTQ+ community, but who supports its 

causes and culture.

From ‘LGBT to ‘LGBTTQQIAAP’ (and beyond)

LGBTTQQIAAP:  

Lesbian, gay, bisexual, transgender, transsexual, 

queer, questioning, intersex, asexual, ally and 

pansexual. Created to be super inclusive, and 

provide a space for people, who don’t easily 

fit into the societal ‘norm’, to belong. The 

comprehensive initialism is yet to be widely 

adopted. Mainly as people both in and out of 

the LGBTQ+ community found it both long 

and confusing. The legendary campaigner, 

Peter Tatchell, said “It’s great to be inclusive, 

but the new alphabet soup is a confusing and 

alienating mess … The longest I’ve ever seen is 

LGBTIQCAPGNGFNBA. This is absurd. It makes 

us a laughing stock and devalues serious issues 

around sexuality and gender.” 

The ‘P’ in LGBTTQQIAAP is for pansexual—

someone who is attracted to people of any 

gender identity. ‘Pan’ means ‘all’, and rejects the 

gender binary some argue is implied  

by ‘bisexual’. 

LGBTQ+:  

An umbrella term that covers the specific letters 

but, in ‘+’, acknowledges everything else on the 

gender and sexuality spectrum. While many 

people have a go-to initialism, or use any of the 

above interchangeably, LGBTQ+ (aka LGBTQ* or 

LGBTQx) is perhaps the most common—short 

enough to remember, but that nods to  

wider inclusivity.
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LGBTQ+ facts + stats

A fifth (19%) of LGBTQ+ 
employees are not ‘out’ 
to their colleagues at 
work. Even fewer feel 
comfortable disclosing 
their sexual orientation 
to senior staff (30%) or 
clients (57%).

In a survey by Stonewall, 
12% of trans employees 
had been physically 
attacked by a colleague 
or customer in the  
past year.

In 2020, less than 0.3% 
of board directors at 
Fortune 500 companies 
were openly LGBTQ+. 

A quarter of transgender 
employees are not open 
about their gender 
identity to anyone at 
work. Just 4 in 10  
(39%) are mostly or 
completely open. 

1 in 10 Black, Asian and 
minority ethnic LGBTQ+ 
workers have been 
attacked due to their 
sexual orientation at 
work. This compares with 
3% of white LGBTQ+ staff.

LGBTQ+ women make up 2.3% of entry level roles, 
yet this falls with each step up. Only 1.6% of LGBTQ+ 
women are managers, and 0.6% are in exec ‘C-suite’ 
positions. For LGBTQ+ men, 3.1% are in entry level 
positions, and 2.9% in C-suite roles.

Nearly a quarter of all 
LGBTQ+ workers have 
experienced a mixed or 
negative reaction from 
others in the workplace 
due to their sexual 
orientation.

Almost one in five 
LGBTQ+ jobseekers say 
they were discriminated 
against because of their 
sexual orientation and/
or gender identity, while 
trying to get a job in the 
last year. 

1 in 5

1 in 8

<0.3%

26%

10%

0.6% vs. 2.9%

23%

18%
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Inclusivity and action

I was out as queer before I was trans. The 

politics I learned, as a queer kid in the ’90s, 

was that the more people who are ‘out’, the 

more accepting folks are going to be. There 

are a lot of media stories and transphobia that 

goes around—casting trans people, especially 

trans women, as perverts or predators—and so 

anything I can do to counteract that, I will.

For me personally, it doesn’t feel like a loss 

of ‘being a guy’ to be out as trans. I have the 

privilege to choose when and where I come 

out—it’s in my Twitter bio, so anyone who 

Googles me can figure it out—but in terms 

of my day-to-day interactions, I don’t have 

to worry too much about that trade-off. I 

mention I am trans when it’s relevant and 

seems important—the bigger challenge is 

when I forget who I’m out to and who I’m not, 

because it hasn’t come up in conversation. 

I’ve occasionally had very awkward moments, 

when I think someone knows I’m trans and I talk 

about something from my childhood, which 

wouldn’t make sense without that information.

That’s all specific to me but, in general, it’s 

important for people to know there’s not 

necessarily a tension between being out 

as trans and being a guy. As we do better 

at understanding gender, and being more 

inclusive, being a trans guy will be seen as 

like being a long-haired guy, a gay guy, a tall 

guy or a short guy. It’s an adjective. It tells you 

something about the experiences someone 

has had, or the trajectory they’ve been on, but 

doesn’t reduce the ‘guy’ part any more than  

any other adjective.

That is how I want the world to work, and how 

it does in some nice corners of it. That lack of 

tension is what ought to be there, and part of 

why I come out so often is because it helps  

us get there.

Talking to trans people: easier 
than you think
At a company level, you should have a policy 

that states you respect people’s pronouns—

whether you personally believe they’re correct 

or not. Saying, ‘We believe trans people are 

people, that they are the gender they are, and 

we treat them that way’ is where a lot of the 

battlelines are.

Daniel Laurison—Assistant Professor of 
Sociology at Swarthmore College, and co-
author of The Class Ceiling—on the power of 
trans visibility, and why workplace inclusion is 
often less politics, more logic

52

In terms of microaggressions, if you wouldn’t 

say it to someone who isn’t trans, don’t say 

it to someone who is. For example, beyond, 

‘Hey, nice haircut’, don’t comment on people’s 

appearance, full-stop. We don’t talk about 

people’s bodies—that’s just general workplace 

rules—and so that obviously applies to how 

colleagues should talk to trans people.

It’s not the case that everyone comes to the 

workplace with a complete knowledge of what 

is, and isn’t, considered respectful in terms of 

language. Especially as language around race 

and gender evolves pretty quickly these days—

something that was respectful five or 10-years 

ago might not be any more. Even within a given 

community there are disagreements—I have 

one trans woman colleague who hates when 

people use the term ‘transgender’. She wants 

everyone to use transexual—as that’s how she 

identifies—yet to my and most people’s ears, 

that’s a minority view. 

Focus on action, not intent
The wrong way to go about helping people 

be more respectful is to conclude that anyone 

who makes a mistake is a bad person with bad 

intent. What’s hard is that this can act as a cover 

for people who do have bad intentions, but 

it’s important to focus on the actions, not the 

person—as that makes it easier for people to 

come back from having made a mistake. 

There’s a commentator and DJ in the US, 

Jay Smooth, who has this great little piece 

on YouTube where he says (essentially), ‘If 

someone steals your wallet, you don’t spend 

a lot of time worrying about whether they’re 

a thief in their heart, you just want your wallet 

back’, and how it’s the same thing with racism. 

If you think someone is racist, you don’t want to 

get into a whole conversation about whether 

they’re racist in their heart, you want to focus 

on the action they took. In terms of trans 

inclusion and acceptance, I think the same 

principle applies: focus on the actions,  

not the intent. 

So, at an interpersonal peer level, I don’t care 

(very much) if you want to steal my wallet, I just 

care that you don’t. Or, to be more direct: while 

I wish everyone would fully accept that trans 

women are women and trans men are men, 

what matters in a workplace is that people treat 

trans men and women with the same kind of 

respect and collegiality they are expected to 

accord to everyone else.

It’s not the case that everyone 
comes to the workplace with a 
complete knowledge of what is, 
and isn’t, considered respectful in 
terms of language.
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Your experience of the menopause helped 

shape the work you do today. Can you provide a 

bit of background? 

I’m 52 now, but when I was 43, I was working, 

happily married with four kids, really coping very 

well and happy in my life. Then, over a four-year 

period, I started suffering from all sorts of weird 

symptoms. I was extremely tired, then very low, 

and sort of disconnected—like I was walking in 

treacle—and everything just felt like an effort. 

I had brain fog, heart palpitations, anxiety, and 

went back and forward to my GP and all kinds of 

different specialists. I saw a heart specialist for 

the palpitations, a psychologist for my mood, 

and it was suggested I think about seeing a 

neurologist about my memory. I left three jobs—

one was voluntary and two were paid. In fact, 

it was my GP who suggested I do so, as they 

thought I had too much going on.

Throughout all this, at no point did anyone 

ask about my period, or mention the word 

menopause or perimenopause. 

After four years, I thought I can’t keep living 

like this. It was actually my father, who is a 

retired breast cancer professor, who said: ‘I 

think this is hormone related—you should see 

a gynaecologist’. I did, and within half an hour 

of me telling her about my symptoms, she said, 

‘This is classic perimenopause’. My oestrogen 

levels were on the floor, and she suggested I start 

on HRT immediately. It was a lightbulb moment. 

I’d never heard of perimenopause, and I couldn’t 

believe all these seemingly unrelated symptoms 

could be one thing, and so drastically  

change my life.

“Is the menopause having a moment? Absolutely. It’s a 
huge movement, and we’re driving it.”

Age concern:  
Why employers must not 
ignore older workers 

Katie Taylor
CEO & Founder—The Latte Lounge

PROFILE
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Is this what inspired you to launch  

The Latte Lounge? 

I went home that night relieved, but also angry 

I’d wasted precious years of my life being 

misdiagnosed. I turned to Facebook, to see if 

anyone was experiencing something similar, 

but all the groups I’d been following were 

young mums talking about buggies, playdates 

and nappies. No one was talking about midlife 

women or women’s health. So I decided to 

set up a Facebook group for the next stage: 

women over 40. I was blown away—I had a 

thousand member requests within 24-hours. 

I realised I wasn’t alone, there were thousands 

and thousands of women who had been going 

through the same thing, and were also in the 

dark. I set up a Facebook group initially—which 

today has over 20,000 members—but because 

I’m a doctor’s daughter, I felt a responsibility to 

support, inform and signpost properly. So I then 

built a website, put together a medical advisory 

team, and that’s really why and how The Latte 

Lounge was born. 

Diversity, inclusion and belonging in the UK workplace
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As we speak, a parliamentary committee is 

looking into menopause and the workplace. 

Menopause is cited at a growing number of 

employment tribunals. As part of his re-

election bid for London Mayor, Sadiq Khan 

promised ‘a world-leading menopause policy’. 

Is the menopause having a moment?

Absolutely, and we’ve been helping to drive 

that. Five years ago, I was a very lonely 

voice, but then I met a wonderful lady, Diane 

Danzebrink, through my group, who launched 

the Make Menopause Matter campaign. 

There are three aims of her petition—to make 

menopause matter in healthcare, employment 

and education. This means menopause 

guidelines in the workplace, getting 

menopause on the curriculum at schools—

which has now been done in England— 

and adding menopause to the medical  

school curriculum. 

So we—alongside the likes of Meg Matthews, 

Andrea McLean, Davina McCall, who have all 

brought menopause into the public domain 

recently—have all been patients as well as 

campaigners, banging the drum, and building 

up groups to educate people. Diane has been 

making the case to parliament for a good 

three years now, with support from myself 

and many other campaigners and menopause 

specialists—giving evidence as part of the 

committee inquiry, and also the menopause 

APPG (all-party parliamentary group). So I 

think, between us all, it’s a huge movement.

Menopause doesn’t just affect women. Does 

The Latte Lounge work with transgender 

men, who also experience symptoms?

So, if you look on our website, I interviewed 

Tania Glyde—who set up Queer Menopause—

because I wanted to fully understand, and be 

as inclusive as possible. She’s a psychotherapist 

and author, and she says that for menopause 

to be truly inclusive it needs to involve and 

support everyone experiencing menopause 

symptoms. 

She said there are a number of issues, mainly 

with doctors who hold incorrect assumptions 

about gender and sexuality, and it’s the same 

with menopause. I think what was helpful for 

me, having done that interview, was asking 

what platforms like ours can do to engage with, 

and avoid alienating, anyone in this community. 

Broadening the conversation to ageism—

though it is protected by anti-discrimination 

law, does age still get overlooked in the  

DI&B conversation?

I think the problem with age is that people 

become invisible. Years ago, we didn’t live past 

menopause anyway, whereas now we’re living 

and working much 

longer. We’ve got 

to retain our talent, 

and keep them in 

the workplace, and 

not just assume 

that once someone 

hits 50, we should 

write them off. 

Actually, when 

someone gets to 

50, they might 

have 30-years of amazing experience and are 

only just getting going. For instance, my kids 

are in their late teens, early twenties—they 

have their own jobs and their own lives—so I’m 

raring to go. As far as I’m concerned, I’ve got 

a good 20-years ahead and so much to give. 

Why would you want to lose employees when 

they’re in their prime, and start all over again?

“As far as I’m 
concerned, 
I’ve got a good 
20-years ahead 
and so much to 
give. Why would 
you want to lose 
employees when 
they’re in their 
prime, and start all 
over again?

There’s research to suggest ageism starts at 

40 for women, and 45 for men. Yet women 

over 50 are the fastest growing segment of 

the workforce. Beyond the fact it’s unfair,  

are employers foolish to disregard so  

many people?

It is foolish. I think what’s weird is that when 

you’re younger, it’s a much more destructive 

time for your employer. I remember when I 

got married and had kids, I was on maternity 

leave, then coming back and forwards. But 

now, because I’m on the right treatment, I work 

probably 10 times harder, I enjoy work, and I 

have a lot more free time. 

It makes so much sense to help people over 40. 

Don’t make them feel bad. Don’t make them 

feel like they’re a waste of space. Try  

to understand what’s going on, then  

support them. 

It’s well-known that diverse businesses are 

more successful. Is it important employers 

remember age is a big part of this?

Absolutely. I look at my father, who is 83 and still 

one of the world’s top breast cancer specialists. 

He’s not operating, but he’s still working and 

is sharp as a tack. If you’re able to do a job, 

and can do it really well, it’s irrelevant how old 

you are. If you have a diverse workforce, then 

you’ve got potential role models everywhere. 

I’ve got friends the same age as me who are 

volunteering, or working part time, and others 

who are literally running global corporations or 

working in government. We still feel like kids, 

but have masses to give. 

I think age is totally irrelevant—if you want 

to do a job, and can do it well, great. If you’re 

affected by menopause and are not doing 

your job well, it’s not your fault, but you can 

get better and get 

back to doing what 

you love. Obviously, 

if all healthcare 

professionals had 

more thorough 

menopause training at medical school and 

beyond, and everyone knew about menopause, 

this conversation would be over and we could 

all get on with our lives. 

The last thing to say is that menopause should 

be renamed ‘oestrogen deficiency disease’, 

and it should be treated like someone with 

low thyroid. If you have low thyroid, you take 

thyroxine. If you have low oestrogen, and you 

can take it, take HRT.

“I think age is 
totally irrelevant—
if you want to do 
a job, and can do it 
well, great.

57



5958

Diversity, inclusion and belonging in the UK workplaceTime for change | DI&B 2021 Report

Menopause: what you need to know 

There are three 
stages of menopause: 
perimenopause (when 
symptoms start), 
menopause (which lasts 
up to a decade) and post-
menopause (the rest of a 
person’s life).

The recognised 
number of menopause 
symptoms. It’s a broad 
range—from hair loss, 
burning tongue and 
electric shocks, to more 
widely known issues like 
hot flushes and brain fog.

The estimated number 
of work days lost due to 
menopause in the UK 
every year.

The average age women 
reach menopause, 
though it can vary. 
One in 20 experience 
menopause before the 
age of 45.

The percentage of 
women who consider 
quitting their jobs 
because of menopause. 

How many UK women 
who have left jobs due  
to menopause.

The number of women 
who are perimenopausal 
or menopausal, at any 
one time, in the UK. This 
amounts to a third of the 
female population.

The portion of female 
workers, experiencing 
symptoms, who do not 
feel supported at work.

3

34

14 million

51

42%

900,000+

13 million

72%
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How you can help

Start with an awareness event
Whether it’s in-person or virtual—put 

together panels and small groups, then invite 

everyone. The reason for this is simple: it gets 

the conversation going. We did a talk recently 

with a very big tech company, and out of 350 

in the audience, 50 were men. I was delighted 

with that, as men need to understand this too. 

Raising awareness breaks down taboos—it 

means women are more comfortable to talk  

to a male boss, and allows men to support  

their partners.

Make small tweaks to  
increase comfort
If a woman is having a hot flush, offer 

them a fan, sit them by a window or the air 

conditioning, away from radiators. Give them 

breaks. Uniform is also quite a big thing—look 

at the fabric and see if it might contribute 

towards feeling hot or uncomfortable. If so, 

consider swapping this for cooling cotton or  

a looser fitting uniform. 

Offer flexibility as standard
Flexible working can make a massive difference. 

Because someone going through the 

menopause is constantly managing energy 

levels and tiredness. If you are having hot 

sweats at night, sometimes you’ll be going into 

work on one hour’s sleep. The employee may 

also need time to attend doctors’ appointments 

or see specialists, so flexible working is my 

number one piece of advice. 

Make meetings shorter
Role model shorter meetings—maybe 

25-minutes and 55, instead of 30 and 60. This 

benefits all employees, and means everyone 

has the chance to take a toilet break. For 

women who are having hot flushes, it allows 

them to put some deodorant on, do their 

makeup, or just cool down a little bit. 

Create a conversational culture
We recommend you have regular, informal, 

one-to-one conversations with employees—

to create space for confidential discussions 

around wellbeing. Focus on creating an open 

dialogue, and a culture of trust and rapport 

with each team member. We don’t recommend 

you ask a female employee directly about 

menopause. Instead, let employees know they 

can approach you with their concerns. 

Install a ‘menopause champion’
This does exactly what it says on the tin, and 

people are more likely to feel comfortable. By 

naming it, you immediately break down the 

taboo, and people know they can go to them to 

talk about what they’re going through.  

And, if it’s a woman, it’s obviously that bit 

easierfor anyone going through menopause  

to confide in them.

Katie Taylor explains the small but powerful 
steps employers can take to support 
menopausal workers 

Much more than an online platform for 

midlife women, The Latte Lounge helps 

organisations craft and perfect their 

menopause policies, provides workplace 

talks, training sessions, toolkits and 

more. Elsewhere, the platform fields 

questions in a monthly Menopause 

Lounge, and even puts on free festivals.

The Latte Lounge

A smartphone app that connects 

workers experiencing menopause (as 

well as fertility or baby-related issues) 

to qualified experts. With such big life 

changes often impacting a person’s 

wellbeing and workplace performance, 

Peppy seeks to fill the healthcare gap, 

for the benefit of employers and staff.

Peppy

Making menopause matter
The companies that help other companies 

support their staff through menopause

A pioneering bracelet that tracks, 

spots and ultimately prevents hot 

flushes. Though not yet on sale, 

consumers, employers and award 

bodies alike covet the technology. As 

it offers a genuine, world-first solution 

to a menopause symptom that affects 

1.5 million women in the UK alone, it’s 

easy to see why.

Grace Cooling

GRACE

A private, 24/7 resource for employees, 

Stella uses evidence-based treatments 

(including cognitive behavioural 

therapy, pelvic floor exercises, and diet 

and lifestyle changes) to cement new 

habits that provide long-term relief.

Stella
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Fatigue
A common side-effect of bad sleep (itself a 

symptom, often caused by hormonal changes, 

hot flushes or night sweat), fatigue alone can 

wreck an employee’s focus. To help, encourage 

a working schedule that best suits them. This 

might be in-office, at home, and/or outside of 

normal working hours. If they’re keen to come 

into the office, offer a quiet space to work,  

and rest, if possible. 

Brain fog
As above.

Joint pain/muscle aches
Oestrogen helps limit inflammation, and is 

key to keeping joints and muscles lubricated. 

During menopause, decreased oestrogen 

can cause aches, pains, and sometimes 

arthritis. As above, your first job is to listen 

to your employee. If your staffer feels most 

comfortable at home, allow it. If they’re happy 

in-office, at a desk—go to them for a chat, and 

don’t schedule unnecessary meetings.

If happiest when mobile, encourage them 

to move around. If they’d benefit from a 

standing (or even treadmill) desk, this is likely a 

worthwhile expense. You’re investing in quality 

of life, as well as quality of work.

Hot flushes
See ‘Make small tweaks to increase comfort’ 

(previous page).

Heavy/irregular periods
Never enquire, but signpost that help is 

available. Ensure there’s easy access to toilets, 

and make clear there’s no such thing as ‘too 

many’ loo breaks. Free sanitary products 

in bathrooms, even if not used, may be 

appreciated, and likewise extra uniforms. Again, 

flexible or remote working—if possible at your 

company—is an easy and effective way to 

empower any menopausal employee.

What to do if a worker has...
Providing practical, in-the-moment support for staff 
experiencing menopause is possible, provided you’re 
prepared. Here are a range of symptom-based scenarios,  
and responses to consider

Mental health issues
Decades of misunderstanding, misdiagnosis 

and stigma have combined to make mental 

ill-health a real danger during menopause. The 

first thing to make clear is that menopause 

does not make women ‘crazy’. Yet depression, 

anxiety, irritability and panic attacks are among 

the 34 menopause symptoms, which means 

mental illness is 

common. Especially 

when you factor in 

the wide range of 

possible symptoms 

(for instance brain 

fog, memory loss, 

bad sleep, mood swings, and several types of 

pain), as these can threaten anyone’s mental 

wellness.

While it is your job to ensure your company 

culture is one of open communication, where 

workers can open up about mental health, 

the crucial thing to remember is that experts 

exist. It is no line manager’s job to intervene 

or ‘fix’ such problems. Instead, direct to the 

employee assistance programme, occupational 

health, counselling services or, failing that, your 

staffer’s own GP. As always though, listen. Make 

any reasonable adjustments that will help your 

employee thrive at work, and where possible 

encourage further conversations with the 

firm’s wellbeing champion.

Mood swings
Unpredictable—often sudden—shifts in mood 

are common during menopause. While these 

can’t be prevented, they can be worsened by 

bosses or workmates who react badly. The right 

response will form a big part of any company 

awareness event (and underlined with follow-

up office or email messaging), though it’s 

largely common sense. Don’t trivialise or make 

light of the issue. Try hard not to take offence 

(remember, this isn’t about you), but instead 

lean in to understanding. Empathy will go a 

long way. 

Don’t forget, this is serious. If needed, make 

it clear that any employee who opts for 

stigma over support will go through the same 

disciplinary procedure as with any other 

form of bullying or harassment. In fact, doing 

anything else could signal to female employees 

that your organisation doesn’t take menopause 

seriously, or support them.

The first thing to 
make clear is that 
menopause does 
not make women 
‘crazy’. 
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Is diversity  
training dead, 
or merely 
unconscious?

Last December, the UK Government scrapped 

diversity training for civil servants in England. 

Why? According to a ministerial statement, 

there is “no evidence” UBT works. Though some 

saw this as an attack against workplace equity, 

the Government is not alone in questioning 

UBT’s impact. 

A 2018 Harvard paper claimed “hundreds 

of studies dating back to the 1930s” prove 

diversity training does not change behaviour 

or the workplace. The same year, an Equality 

and Human Rights Commission (EHRC) report 

spoke of a “mixed picture.”

While UBT can be effective to reduce implicit 

bias, the assessment said, it’s unlikely to 

eliminate it. Worse, the EHRC suggested UBT 

can backfire—making individuals less tolerant, 

not more.

Amid the outcry, it’s vital to remember 

unfairness in the workplace does exist. 

Jobseekers named ‘Hamza’ and ‘Saraya’ must 

send many more CVs than ‘Steve’ or ‘Lucy’ to 

land the same number of interviews (up to 

60%, in fact). This inconvenient truth is so well-

known that “resumé whitening”—where ethnic 

minority applicants hide or change information 

about race on their CV—is common. And works. 

Submitting a job application with a white-

sounding name is shown to secure 50%  

more interviews. 

For a scheme with such a noble aim—that is, ending workplace 
discrimination—unconscious bias training (UBT) has a long, and 
varied, list of critics.

Time for change | DI&B 2021 Report
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4 ways to maximise the impact  
of diversity training
Clearly, there’s still work to do. So what’s the answer? 

Despite its pitfalls, unconscious bias training can be effective. Before it loudly ditched UBT, the 

Government’s own report accepted that such training boosts awareness and reduces bias. Even 

the strongest barbs against diversity training focus on how it’s rolled out, not why. 

Rather than dwell on drawbacks, let’s look ahead. If we agree that workplace discrimination 

remains a problem, and that training—when done right—can help, what tangible steps can 

employers take to better educate their staff?

Long equals strong
Far too often, diversity training gets crammed 

into the onboarding process, or wrapped up 

in a half-day course. This increases the chance 

workers will forget what’s being taught, and 

also has a whiff of box-ticking. 

Studies show, when it comes to UCB, the longer 

the training, the greater the impact. And that’s 

not all. The extra time (and therefore money) 

invested signals to staff just how serious you 

take issues like employee equity and DI&B.

Lean in to empathy
Awareness is only the beginning. To leave a 

lasting impression, encourage employees to 

walk a mile in someone else’s work boots. A 

2015 experiment revealed that just writing 

a few sentences from the perspective of a 

marginalised person—imagining the struggles 

they may face—improved pro-diversity 

feelings, and behaviour towards those groups. 

Eight months later, the positive attitudes 

remained, and even extended to  

other minorities.

Don’t let UBT provide a free pass 
for bad behaviour
As outlined previously, one accidental issue 

with UBT is that, done wrong, it can actually 

reinforce—rather than remove—a person’s 

bias. Another unintended impact is ‘moral 

licensing’, where individuals emerge from 

training (a good thing) feeling so satisfied in 

themselves, they’re actually more likely to be 

discriminatory. 

In metaphorical 

terms, it’s the 

corporate version 

of dousing a healthy 

salad in thousand 

island dressing and bacon bits. In practice, 

however, this could be an equal-opportunity, 

pro-diversity employer inviting applicants from 

all backgrounds for an interview, then still hiring 

the person with a face and background like  

their own. 

To combat this, introduce the risks of moral 

licensing as part of training. In doing so, 

subconscious thoughts are more likely to be 

conscious ones and, as a result, addressed.

Use it as part of wider  
strategy training
UBT is a starting point, not an end one. By now 

it’s clear that diversity training is not a perfect, 

catch-all answer, so ensure it forms one part of 

a much wider strategy. After all, implicit bias is 

one of many workplace issues that prevent true 

employee equity. 

Consider rolling UBT out alongside other 

staff education schemes, such as antiracism, 

mental health, and bystander intervention 

training. This way, your company will have a 

multipronged answer to improving diversity, 

equity and inclusion that, over time, becomes 

self-driving. 

When employees are armed with the right 

knowledge, they will be more likely to support, 

help and educate their workmates from within.

Introduce the 
risks of moral 
licensing as part 
of training.
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Could you please introduce yourself and the 

work you do?

I’m Frances Ryan, a journalist, broadcaster, 

and author. I’m a Guardian columnist and 

reporter, mainly writing about economic 

inequality, disability, social policy and pop 

culture. My debut book Crippled: Austerity 

and the Demonisation of Disabled People is an 

exposé of the impact of disability cuts in Britain. 

I have a PhD in politics, which gives me a good 

background in desperately trying to win  

an argument.

“It isn’t just the workplace that needs to change 
to tackle the disability employment gap, but wider 
society. How can you work if you haven’t got social 
care to help you get dressed, or if the bus to get 
there isn’t accessible?”

Ready, willing, disabled: Why 
employers must do more for 
disabled workers

Dr. Frances Ryan
Guardian columnist and author of Crippled: Austerity and the 
Demonisation of Disabled People

PROFILE

How does your disability impact your life and 

work, and what adaptations do you have in 

place to help you thrive?

I was born with a generalised muscle weakness, 

which means I use a wheelchair, and developed 

post-viral fatigue a few years ago (a bit like 

long Covid) so I now work reduced hours. Like 

most disabled people, I’ve probably always 

worked 10 times harder to try and succeed in 

an employment system that’s often not built 

for disabilities. I now work from home but 

have always relied on good wheelchair access, 

something not all hotels, transport, or offices 

offer. Having supportive employers is key. 

Since I became chronically ill, I’ve been able to 

keep working with the support of editors; for 

example, I’m not relied on for quick turnaround 

pieces (which my fatigue does not like!) because 

they know I can contribute elsewhere just as 

much. There are so few disabled people in the 

UK media (one study found as few as 1% of 

journalists are disabled), I know that my positive 

experience is far too rare. 

You’ve long been an expert on disabled 

issues, but was there anything you find when 

researching your book that shocked you?

When I wrote the book, I’d been reporting on 

these issues for seven years, so I knew the 

statistics and I’d been familiar with many really 

awful cases. But I remember JimBob—who I 

talk to in the introduction—still shocked me. 

A pensioner in Scotland with chronic lung 

disease and arthritis, he couldn’t afford the 

heating after losing his disability benefits. It was 

freezing in his old house, almost as cold as the 

garden, and the cold worsened his breathing 

and pain. He told me that one day he pitched a 

tent in his living room. Being in a confined  

space was his only way to stay warm. That  

really stayed with me.
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You wrote Crippled pre-pandemic—

something that has affected everyone, but 

disabled people disproportionately. How has 

the situation changed since March 2020? 

A new edition of Crippled came out recently, 

which takes in the pandemic too. I wanted 

to do that because of the huge impact 

coronavirus has had on the disability 

community. Almost two-thirds of coronavirus 

related deaths in the UK have been disabled 

people, whilst 3.8 million clinically vulnerable 

people have had to shield away at home. At 

the same time, many disabled people have lost 

their social care during lockdown or had their 

social security squeezed. Coronavirus doesn’t 

necessarily invent inequalities—it exacerbates 

those already here. Disabled people have 

long been dealing with isolation, poverty, and 

inequality and the pandemic has sadly only 

worsened it for many. 

Your book inspired the recent BBC drama, 

Hen Night, about a young disabled woman 

who has her social care support package 

taken away during the pandemic. How 

important is it to tell stories like this?

We’ve been blown away by the reception that 

Hen Night—on BBC iPlayer now—has had, 

particularly as social care has hit the news in 

recent weeks. Social care is so often portrayed 

as something that is only used by the elderly, 

while those who acknowledge it’s used by 

disabled people often just perceive it as “taking 

care of the vulnerable”. We wanted to skewer 

this on both levels. The central character, 

Jessica, is 25-years-old, a trainee teacher, has a 

fiancé, and mates she drinks wine with. Social 

care helps her live this full and independent 

life, until it’s taken away. Nothing that happens 

to her isn’t happening to many real life Jessicas 

out there. I think television can be a brilliant 

medium to bring these stories home. 

If there’s a silver lining amid Covid-19, it’s 

the acceleration of remote work. Does this 

represent a victory for disabled people, who 

often benefit from flexible work?

I spoke to many disabled people during the 

pandemic who described the normalisation 

of homeworking during the pandemic 

as life-changing. One woman who had 

agoraphobia said she got her first ever job 

during lockdown. Another with pain and 

fatigue remarked she was able to do so much 

more, and was so much happier, now she 

didn’t have to commute. It’s a real insight 

into how disabled workers are treated that 

it took the non-disabled population to have 

these needs before disabled people were 

given what they’d been asking for for years. 

It’s also worrying that we’re already hearing 

of these accommodations being removed. 

I hope employers recognise the benefits of 

keeping flexible measures in place. Just because 

not everyone needs them now doesn’t mean 

they’re not still hugely beneficial to some. 

The disability employment gap remains vast. 

What do you think drives this? 

I think there’s multiple, complex factors. 

Discrimination against disabled workers is still 

rife. Employers are simply less likely to hire 

disabled candidates—disabled jobseekers have 

to apply on average for 60% more jobs than 

non-disabled people—sometimes because they 

falsely view them as less productive or capable 

or “too much hassle.” Disabled people are more 

likely to be in low paid and casual work—for 

example, on zero-hour contracts—so they’re 

also less protected from quick dismissal, and 

denied sick leave. It isn’t just the workplace 

that needs to change to tackle the disability 

employment gap, but wider society. How can 

you work if you haven’t got social care to help 

you get dressed, or if the bus to get there isn’t 

accessible? I also think it’s really important to 

remember some disabled and chronically ill 

people will never be able to work, due to their 

health. We need to get the balance between 

supporting people into work who can and 

supporting those who can’t. 

Do you feel disability is fairly represented in 

the context of DI&B?

I think there is a real issue with disability 

not being included in diversity schemes or 

conversations. Even people who are—quite 

rightly—vocal on race and sex are often 

strangely quiet on disability. It says a lot about 

the scale of disabled people’s exclusion that 

we’re often even cut out of diversity drives. 

There are many possible reasons for this but I 

think there’s still a particular prejudice against 

disability in how 

we view it (that 

it’s nothing to do 

with us, that it’s not 

fashionable, that 

there’s less societal 

pressure to address 

it), and also perhaps 

an underestimation 

of just how many 

working age disabled people there are (young, 

capable, and enthusiastic about their careers). 

It’s also really important to remember the 

(obvious but often overlooked) fact that 

disabled people are also women, and black and 

working class etc, so these aren’t necessarily 

separate categories. Many disabled workers are 

dealing with two or three glass ceilings at once.

 

“Even people 
who are—quite 
rightly—vocal 
on race and 
sex are often 
strangely quiet 
on disability.
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For those not aware of the medical and social 

models of disability, what are they? And what 

would true equality look like?

The medical model of disability is the old-

fashioned idea that disabled people are simply 

disabled by our bodies, whereas the social 

model acknowledges we are disabled by our 

environment. For example, the medical model 

says a wheelchair user can’t get into a building 

with steps because they can’t walk—but the 

social model says it’s because there isn’t a 

ramp. So the social model is hugely important 

in recognising the role society plays in disabled 

people’s ability to live well, and that they have a 

responsibility to help. 

Equality for disabled people will be achieved 

when we have full physical access to the world, 

be it shops or concert venues or transport. It 

will also be achieved when there’s sufficient 

support from the state; we’ve seen how cuts 

to disability benefits and social care and more 

hugely roll back disabled people’s equality and 

chance to live well. 

Does society at large still have work to do?

Social barriers can be just as difficult. There is 

still prejudice against disabled people. Some is 

disturbing (for example, disability hate crime) or 

overtly negative (believing disabled people are 

lazy or fakers or weird). But some is benevolent 

prejudice, such as the belief that disabled 

people need caring for, or are less capable than 

other people, or perhaps not as adult. It’s still 

common for people to be shocked when they 

see a wheelchair 

using mum. They 

say, “That’s not your 

child, is it?” All of 

this adds to why 

disabled workers 

often struggle to be 

hired and promoted. 

Far too many people 

still cannot imagine 

a disabled person 

being their boss or in charge of a project. Part 

of the way to tackle these attitudes is beyond 

the workplace. For example, if disabled people 

were more represented and visible in the media 

and politics, attitudes would certainly start 

shifting (we’ve seen some of these  

gains already).  

It’s easy to feel disheartened or perhaps that 

change isn’t possible but there’s always reason 

to be hopeful. We’ve made enormous progress 

in society for disability over the last 40 years. 

We have every chance to make more— 

if we choose. 

“It’s still common 
for people to 
be shocked 
when they see a 
wheelchair using 
mum. They say, 
“That’s not your 
child, is it?” 
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Disability at work: in numbers

More than 1 in 5 people 
in the UK are disabled. 
This equates to 19% of 
working age adults, 46% 
of pension age adults and 
8% of children. 

For every 100 disabled 
people who enter the 
workforce, 114 leave.

Between 24 January 
2020 and 28 February 
2021, 105,213 people died 
from causes involving 
Covid-19 in England. 
Around 61,000 of these 
were disabled people. 
That’s 58% of all deaths. 

Though more than 4.4 
million disabled people 
are in work, they are 
almost twice as likely 
to be unemployed than 
non-disabled people 
(8.4% vs. 4.6%). 

During the pandemic, 
a higher proportion of 
disabled employees 
have been made 
redundant than non-
disabled workers (21.1 
per thousand vs. 13.0 per 
thousand).

Half of all disabled people 
(48%) worry about 
sharing information 
about their condition 
with an employer.

If you are disabled, life 
costs an average of £583 
more, every month. For 1 
in 5 disabled people, extra 
monthly costs exceed 
£1,000.

The disability 
employment gap—which 
is the difference between 
the employment rate 
of disabled and non-
disabled people—is vast. 
The employment rate is 
52% and 81%, respectively, 
making the gap 28.8 
percentage points.

22%

-14

58%

x2

21.1

1 in 2

£583

29%
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Supporting disabled 
workers: an 
employer guide

1. Actively recruit disabled people in job 

searches. Adverts that say “candidates with 

disabilities will be particularly welcomed” 

can make a huge difference to people’s 

confidence in whether they should apply. 

2. As far as possible, offer flexible working. 

Advertise this. Adaptation keeps disabled 

talent in the workplace. 

3. Don’t expect free labour. Unpaid internships 

and freelance work is bad for anyone but 

is particularly so for disabled people, who 

have higher living costs. Disabled people 

and other minorities are more likely to be 

exploited by requests for free labour. 

4. Become familiar with schemes like Access 

to Work, which help fund disabled workers 

who need adaptations. 

5. Recognise disability doesn’t just 

mean mobility problems. It’s a 

huge heterogeneous group, from 

neurodivergent to mental health conditions 

to chronic illness to Deafness, and each 

person will have different needs. 

6. Be aware of your responsibilities and 

unconscious bias. Disabled people are 1 

in 5 of the population. If you don’t have 

a socially representative proportion of  

disabled employees, ask why. 

7. Remember, many disabilities are invisible or 

even undisclosed due to fears about being 

accepted, so creating a disability-friendly 

workplace may help existing employees you 

don’t know are disabled.

8. Recognise disabled people’s CVs may 

not be as strong as other people’s due to 

structural bias, not lack of talent. Disabled 

people are discriminated against in school, 

university and the workplace and may also 

have career gaps due to health. Tap that 

potential! 

9. Check the access in your offices (not just 

steps). Don’t wait until you have a disabled 

employee who needs it. 

Frances Ryan explains what organisations can do 
today to empower disabled jobseekers and staff
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Brain trust: Why 
neurodiversity is a 
responsibility, and 
opportunity, for 
every company 

The standout passage in a 2018 CIPD report 

on neurodiversity comes early on. In the 

introduction, it states:

“What do Microsoft, JPMorgan, EY, Google, 

SAP, DXC Technology, Ford and Amazon have 

in common? Answer: they are all running 

neurodiversity-at-work initiatives, or are 

developing one.”

This punchy-yet-powerful Q&A reflects 

what the very best employers already know: 

neurodiversity is much more than a factor in the 

modern DI&B debate—it’s a rare opportunity 

where common and business sense collide.

But before we get into the benefits, let’s go 

back to the start. 

The business case for diversity was clear decades ago.   
Discover how to recognise, support and harness the power  
of an often-invisible part of the workforce

A company can’t call itself inclusive if it shuts 

out around 15% of the workforce. Granted, 

neurodiversity can present certain challenges—

never mind employers, conditions are 

sometimes invisible to neurodivergent people 

themselves—yet there’s a big  

difference between accidental blind spots  

and wilful ignorance. 

The problem is, while neurodivergence 

shouldn’t pose a barrier to career success 

(in fact, as outlined below, a neurodiverse 

workforce provides many advantages), it 

does. In a recent survey, half of managers 

admitted they’d feel uncomfortable hiring a 

neurodivergent individual. This is bias, in plain 

sight. And also a mistake.

When employers shift their thinking—not 

seeing neurodivergent conditions as a problem, 

but a positive—the opportunities are obvious. 

Harnessing the talents of 1 in 7 people is not just 

the definition of diversity at work, it could be 

the secret to a thriving business. 

After all, Amazon, Google, Microsoft, Ford and 

JP Morgan can’t all be wrong.

Why neurodiversity matters

In its simplest form, neurodiversity means 

‘brain variety’. Coined by the autistic Australian 

sociologist, Judy Singer, in the 1990s, it’s an 

understanding that the infinite variations in 

human brain function means there is no real 

‘normal’—we all think differently. 

While most people are ‘neurotypical’ (where 

the brain processes information in a way 

society has come to expect), it’s believed 1 in 7 

are ‘neurodivergent’, which can impact how an 

individual learns, works and socialises. 

Some of the most common forms of 

neurodivergence include dyslexia (1 in 10 

adults), dyspraxia (at least 1 in 20), ADHD 

(around 3 in 100), autism spectrum disorder (at 

least 1 in 100) and Tourette syndrome (1 in 22, 

although this includes children). That said, while 

labels can help focus awareness and support, 

conditions often overlap and, more importantly, 

some people don’t enjoy being pigeonholed, or 

defined by a diagnosis. 

What neurodiversity means
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The benefits of neurodiversity
It literally means ‘diversity  
of thought’
By now, we’re all alive to the risk of corporate 

echo chambers. By bringing people from all 

backgrounds into the workplace—social, 

sexual, ethnic, physical and mental—you’ll be 

awash with opinion and approach.

It’s not only about representation, of course, 

but analytical thought. Or, as the autistic author 

and scholar, John Elder Robison, once put it: 

“When 99 neurologically identical people fail 

to solve a problem, it’s often the 1% fellow 

who’s different who holds the key.” Beyond the 

obvious point around being a fair and decent 

employer, it’s this opportunity—to innovate 

from the edges—that should excite  

every company.

Greater ability in certain roles
Studies show autistic workers are able to 

process information and are better able 

to detect ‘critical’ information. The Israeli 

Army has a unit filled almost entirely with 

autistic staff, for the simple reason they spot 

patterns and irregularities others don’t see. 

Given the sky-high unemployment rate for 

autistic people, and fears of an approaching 

‘digital skills shortage’—the exact area many 

neurodivergent workers excel—the irregular 

pattern is glaring. Thankfully, so is the solution. 

A productivity boost
When neurotypical jobseekers do secure a 

role, they tend to repay faith with output. 

Hewlett Packard leads one of the most robust 

neurodiversity programmes on Earth. As part of 

the scheme, workers were placed in software-

testing roles at the Australian Department of 

Human Services, and the neurodivergent teams 

were 30% more productive than the rest. 

At JPMorgan—whose ‘Autism at Work’ 

programme employs 175 people across 

eight countries—the results were even more 

spectacular: with neurodivergent workers 90-

140% more productive than their neurotypical 

colleagues. As Anthony Pacilio told the FT: 

“They are doing two people’s work.”

Higher retention
Backing neurodivergent staff is shown 

to reduce staff turnover and, therefore, 

recruitment costs. There’s a dual benefit here—

as neurodivergent jobseekers are four times 

less likely to find work than a non-disabled 

person, it’s possible they’ll appreciate being 

given the opportunity they deserve. 

For neurotypical staff, knowing an employer is 

on the right side of the neurodiversity debate 

is becoming increasingly important. In fact, 

80% of Gen Z survey respondents said they’d 

be more likely to apply to a company with 

materials for neurodivergent employees.

Neurodiversity in numbers

According to ONS data, 
just over 1 in 5 autistic 
adults in the UK are 
employed (for non-
disabled people,  
it’s 4 in 5). 

Less than a third of 
companies are ‘certain’ 
neurodiversity is 
mentioned in its  
DI&B policy. 

The amount of 
unemployed autistic 
people who say they 
want to work. 

Just 1 in 5 businesses are 
confident neurodiversity 
is covered in bullying and 
harassment procedures.

The cost of more than 
half (59%) of workplace 
adjustments, such as 
speech-to-text software 
and other assistive 
tech. Other expenses 
(like noise-cancelling 
headphones) are small, 
yet could have a mighty 
impact—on focus and job 
satisfaction alike.

In a 2016 survey, 50% 
of autistic people said 
the single biggest thing 
that would help them 
into employment was 
support, acceptance or 
understanding.

22%

30%

77%

19%

Zero

1 in 2
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How employers can 
support neurodivergent 
workers
Make communications clear  
and welcoming
A culture of open, honest conversation 

is the first step towards being there for 

neurodivergent workers. It’s crucial this comes 

across as sincere—with no hint of ‘box-

ticking’—as the reason some neurodivergent 

workers remain ‘invisible’ is that they choose to 

hide their condition. 

For instance, some autistic employees (that 

is, individuals who experience the social and 

emotional aspects of ASD, yet not in a way 

others would pick up on it) might prefer to 

mask their thinking style, in fear of being 

judged or discriminated against. This doesn’t 

suggest a feeling of belonging, or that such 

individuals feel confident bringing their whole 

selves to work.

Engage with neurodivergent 
workers, then adapt the 
workspace
When neurodivergent staff do speak, listen. 

Ask what measures or changes would 

genuinely improve their work life and, wherever 

possible, action them. Some 59% of workplace 

adaptations cost nothing whatsoever—

this might involve implementing assistive 

technology, or be as simple as emailing slide 

decks in advance of a meeting. 

While making 

physical changes 

to the office 

might be more 

complex—e.g. quiet work areas, or fixed desks 

for people who don’t like change—bear in mind 

we all think differently, and a designated space 

for focused work will likely appeal to far more 

than 1 in 7.

Remember everyone is different
Autistic people aren’t antisocial by default. Not 

every ADHDer finds it hard to focus. Someone 

with Tourette syndrome isn’t aching to swear 

(in reality, this tic only affects around 10-15% 

of people with 

Tourette’s). What 

does this all mean? 

An awareness of 

neurodivergent 

conditions 

is good, but 

understanding—

that stereotypes 

aren’t facts—is 

better. The autistic 

university professor, Dr Stephen Shore, put 

it perfectly: “If you’ve met one person with 

autism, you’ve met one person with autism.”

An awareness of 
neurodivergent 
conditions 
is good, but 
understanding—
that stereotypes 
aren’t facts—is 
better.

Don’t judge in job interviews
Trying to land a new job is stressful for 

everyone. But if you have autism spectrum 

disorder (ASD), for example, thriving in a 

traditional interview environment may be 

even harder. For instance, misunderstanding 

questions, struggling to maintain eye contact 

and conversational tangents are common 

among, and it’s possible hiring managers could 

perceive this as weak performance, or rude. 

It’s vital recruiters get the right training, to not 

only weed out their own biases, but to ensure 

no jobseeker is at a disadvantage. Or you could 

redraw the entire process—like the Dutch 

software firm Specialisterne. The company 

is famed for pioneering low-key ‘hangout’ 

interviews, which involve tech-led Lego 

projects, before a five-week training period. 

During this time, an autistic candidate’s true 

potential and character—that would’ve been 

far harder to showcase in a rigid interview—is 

more likely to emerge. 

Provide support in numbers
Workers with disabilities often (and with good 

reason) make the case that, if the physical 

world wasn’t designed by, and for, those 

without disabilities, they’d experience far fewer 

issues in daily life. The same is true for the 

neurodivergent—until the workplace catches 

up, ‘factory settings’ will continue to suit the 

neurotypical. 

To redress the balance, some progressive 

employers embed a peer-to-peer support 

system. At the software giant, SAP, this is a 

five-person ‘support circle’: the employee’s 

team manager (who receives autism awareness 

training), a team buddy, a mentor, a HR partner, 

and an external disability expert to provide job 

and life skills coaching.

For additional 
guidance on how 

you can best support 
neurodivergent workers, 

download the Indeed Hiring 
Managers Toolkit for 

Neurodiversity from our 
partner website.
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Would you mind introducing yourselves, and 

the jobs you do?

Sam Friedman: I’m Professor of Sociology at LSE 

(London School of Economics), and I also work 

as a Commissioner at the UK Government’s 

Social Mobility Commission. What that involves 

is commissioning research, and lobbying 

government and ministers on issues around 

social mobility—it can be around the education 

system, welfare, the workforce, anything that 

might feed into the area of social mobility.

Daniel Laurison: I’m Assistant Professor of 

Sociology at Swarthmore College, in the 

Sociology and Anthropology Department. I’m 

also Associate Editor of the British Journal  

of Sociology. 

Your work proves the existence of a ‘class 

ceiling’ and ‘class pay gap’—things more 

often associated with gender and ethnicity. 

What does each mean in practice?

DL: So the book is about two things: empirical 

findings from survey data [to show] there is 

what we term a ‘class origin pay gap’ in higher, 

managerial and professional occupations in 

the UK. This basically means that people from 

working-class origins are earning substantially 

less than people from privileged origins in 

similar kinds of jobs. And even when they’re 

at the same kind of firms, or have the same 

education, there’s still a substantial difference 

in what they earn. 

The other piece looks at the dynamics that let 

this happen. There are many, but one we talk 

about in the book is a dominant culture in many 

firms—that host these high-powered, high-

“ The belief that class is something about your past—
that should or can be overcome—makes it easier 
for people to ignore it, in a way they would not 
ignore race or gender.”

Stay classy: Why social 
background matters to DI&B

Sam Friedman & Daniel Laurison
Sociologists/authors of  
The Class Ceiling: Why it Pays to be Privileged

Sam Friedman Daniel Laurison

PROFILE
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paid, high-status jobs—to reward people who 

can play the game a particular way. These are 

people who know how to signal their merit, in 

ways that largely come from being brought up 

socialised in a privileged background. 

SF: Trying to understand the ‘why’ of this class 

pay gap took us into specific organisational 

settings. And I think this revealed to us that 

people sometimes misunderstand the notion 

of ‘pay gaps’ as representations of workers 

getting paid different amounts for doing 

exactly the same job. That is the case with  

what we know about the gender pay gap,  

for example. 

Doing these in-depth occupational case studies 

showed us that, in relation to class origin in 

the UK, it’s much more about who gets to the 

top. And that’s where you move from this idea 

from a class pay gap 

to a class ceiling, 

in the sense that 

people in really 

important, decision-

making positions 

tend to come 

from privileged 

backgrounds. And 

then, as Daniel 

said, a lot of what 

we try to do in the 

book is look at the 

mechanisms that bring that about. And there 

are lots of them.

“Doing these 
in-depth 
occupational 
case studies 
showed us that, 
in relation to 
class origin in 
the UK, it’s much 
more about who 
gets to the top. 
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Could you outline what some of these are, and 

how they appear?

SF: The first is just the brute force of 

parental wealth, and this straightforward 

way of economic capital that flows from an 

advantaged background. Often, we talk about 

this as ‘the bank of mum and dad’. I think it’s of 

particular interest 

to sociologists 

because it’s often 

hidden from public 

view, and therefore 

we don’t see the 

influence it has. 

Usually, it’s caricatured as something that 

only plays out in house purchases, but I think 

what we’re finding is that it’s really important 

in scaffolding careers in lots of different, elite 

occupations. In particular, culture and creative 

industry jobs where the labour market is very 

uncertain, and contracts are often short term. 

For those who have [financial support]—

who are disproportionately from privileged 

origins—it acts as a form of insulation from 

the uncertainties associated with forging 

that career. And that often plays out in ways 

that have important ramifications for career 

progression. 

A classic one people describe is times in their 

career where they were able to take certain 

risks, because they had that financial insulation, 

which then had a long-term pay-off for their 

career. For example, lots of people in the acting 

profession we spoke to talked about being 

able to take up opportunities at the Edinburgh 

Festival Fringe, which is this vast trade fair arts 

festival. It’s very expensive to go and perform, 

and often involves the individual artist losing 

significant amounts of money, but it’s also the 

place you get found and discovered. [Financial 

insulation] gives people a platform to develop 

their career progression, demonstrate their 

merit, and evidence their hard work.

Work has evolved a lot in recent decades—

with many traditionally ‘blue collar’ jobs 

no longer existing—has the definition of 

‘working-class’ changed with it?

DL: There are two ways to answer that 

question. One is how we define working-

class origin in our work, and that was purely 

based on the reported occupation of the main 

income earning parent of the person we’re 

talking to, when they were 14. Sociologists 

have a classification of jobs called the NS-

SEC (National Statistics Socio-economic 

Classification), and so there are certain jobs 

that get classed as working-class. These are 

generally manual or routine kinds of work—

factory worker, bus driver, cleaner, that  

sort of thing.

For the broader question of what it means to 

be working-class, many economists will often 

“Often, we talk 
about this as ‘the 
bank of mum 
and dad’.

just look at income, and talk about low-income 

people. What I think makes the most sense, 

especially in the contemporary UK and US, is 

the total resources that are available. That’s 

often tied to your job, but it’s not only about 

your job, right? A classic example is someone 

who’s waitressing while doing acting auditions, 

[and is] supported by their parents. I wouldn’t 

say they’re meaningfully working-class, but if 

you only have one thing to measure with, the 

job someone’s doing is often a pretty  

good guess.

In regard to diversity, inclusion and belonging, 

do you feel class is something that gets 

ignored?

SF: I’m answering this answer differently than 

I would have, in a UK context, a couple of years 

ago. Because of the political agenda in the UK at 

the moment, it’s very complicated. But I’ll start 

off with the basic element: traditionally, yes,  

it has been neglected, and that has been  

slowly changing. 

What you now see, through the efforts of 

academics, places like the Social Mobility 

Commission and quite an active civil society 

sector interested in social mobility, the really 

big players in the most elite professions are 

now taking this fairly seriously. Most of them 

are now collecting data, and are thinking 

carefully about the issue. There’s a long way 

to go, in the sense that, beyond that top 

layer of very well-resourced organisations, 

it remains unexamined, and it’s also patchy 

across professions. For example, it’s very well 

understood in law and professional services 

but, to look very close to home, it’s abysmally 

understood in academia. 

How has the situation—of class in the context 

of DI&B—changed more recently?

SF: I think the complication is, at the moment, 

the UK Government is slightly weaponising 

the topic. It’s being used, in a very unhelpful 

way, to engage in a kind of inequality Top 

Trumps against racial inequality, particularly 

in the aftermath of Black Lives Matter and 

among large swathes of the Conservative ‘red 

wall’, which are 

disproportionately 

white working-class 

communities. It feels 

like this is a toxic 

conversation—at 

a national political 

level—at the 

moment, and the 

message Daniel 

and I would want to 

stress is how clearly the inequalities that we are 

showing have an intersectional dimension  

to them. 

“I think the 
complication 
is, at the 
moment, the 
UK Government 
is slightly 
weaponising  
the topic.
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To what degree does class interact with other 

forms of discrimination?

SF: Our work shows a very clear ‘double 

disadvantage’ for women and most ethnic 

minorities from working-class backgrounds. 

There’s a ream of evidence illustrating the 

various ways in which those intersectional 

inequalities play out. Really, I think to take this 

agenda forward, we need to have that joined up 

conversation.

Is class diversity taken less seriously in the 

workplace? Whether that’s around fair hiring 

practices, or colleagues making light of 

someone’s social background—as opposed to 

race or sexuality?

DL: Sam can speak better to the particulars of 

the UK, but I think that’s generally correct. Class 

biases can be seen as less serious or legitimate, 

and I think part of it is probably tied to the 

sense that people have—your race is your race, 

it’s fixed in some 

ways. Whereas a lot 

of folks think class 

origin is transitory, 

that it shouldn’t 

matter, and you should overcome your class 

origins and get socialised to the position  

you’re in. 

I have a cheesy rhyme, which is the message of 

the book: class is sticky and merit is tricky. We 

have lots of evidence for in the book and lots 

of other sociological research for the stickiness 

of class origin, but I think the belief that class 

is something about your past—that should or 

can be overcome—makes it easier for people to 

ignore it, in a way they would not ignore race or 

gender. Or at least to think they can get away 

with being nasty about it. 

SF: I just want to quickly add that, in a UK 

context, the legislative situation is also 

key. People have an antenna for what 

microaggressions look like and what they 

mean, yet as class origin isn’t a protected 

characteristic, there’s no HR sensitivity to that 

type of discrimination. Interestingly, there is 

some movement around this issue—of class 

as a protected characteristic—and it’s gaining 

more and more energy. It’s a very complicated 

thing, but it’s an achievable long-term  

political goal. 

A known recruiting blind spot is hiring based 

on ‘culture fit’—where people, consciously or 

not, employ those who are most like them. Is 

it possible to combat this?

DL: I think the bigger question—not to say 

that laws or HR policies are not helpful—is 

whether decision-makers are committed 

to someone who is a good fit, who they are 

going to get along with and enjoy having a 

pint with after work? If those are their criteria, 

they’ll disproportionately select people who 

are similar to them on all of those levels. The 

question is not: could companies still get away 

with it, despite rule or law changes? It’s: how do 

you create a culture that really believes having 

a broad range of people in your organisation is 

the right thing to do?

I’m always a little bit itchy about the capitalist 

case for inclusion, but I think there is some 

evidence that it is, in fact, better for businesses 

to have a broad range of people involved. All 

the laws and rules that we can make, I’m in 

favour of making, but at the end of the day, 

if the people in the room really want to hire 

people like them, they’re probably going to find 

a way to do it.

“Class is sticky 
and merit is 
tricky.
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The class ceiling, laid bare

Working-class employees 
earn 16% less, on average, 
than colleagues from 
privileged backgrounds 
in the same role. This 
amounts to £6,400  
a year.

Just 1 in 10 people from 
working-class origins 
end up in an ‘elite’ 
occupation (e.g. scientist, 
lawyer, CEO). People from 
an upper-middle-class 
background are 6.5-times 
more likely to land an  
elite job. 

For workers from the 
most disadvantaged 
backgrounds (where 
neither parent earned 
an income) in elite jobs, 
versus individuals whose 
parents had professional 
occupations (like 
medicine and law), the 
annual income disparity 
is more than £10,000.

People from upper-middle-class backgrounds are 
12-times more likely to become doctors than those 
from working-class backgrounds. But only twice as 
likely to become engineers.

Women, disabled people, or ethnic minorities that 
come from a working-class background earn even 
less. Working-class women earn an average £7,500 
less a year than women who come from privilege—
who earn £11,500 less than privileged-origin men. 

The pay gap between the 
most privileged men and 
least privileged women 
is more than half their 
annual salary, every year. 
This is around £2,000 a 
year more than adding 
the gender and class 
pay gaps together—
in turn proving the 
compounding effect of 
intersectionality.

16%

1 in 10

£10,000+

x12

Double 
Disadvantage

60%

Key insights from Sam Friedman and Daniel Laurison’s book, 
that proves ‘it pays to be privileged’
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Class action: How your company 
can combat class inequality

1. Measure and monitor  
class background

Want real change? Begin with a thorough 

assessment of your company. With class still a 

blind spot, many firms don’t gather information 

about workers’ social background, and those 

that do use a range of measures. In 2018, the 

UK Government published recommendations 

for how employers should monitor class, which 

looks at parental occupation, qualifications, 

schooling and eligibility for free school meals. 

This is your starting point.

2. Find out whether your 
organisation has a class ceiling

Measurement alone fixes nothing. Once you 

have identified the class makeup of your 

workforce, dig deeper to find out whether a 

class ceiling exists. This means checking the 

class origin of senior staff, and if there’s a pay 

gap between colleagues in similar positions, 

who come from different social backgrounds. 

End any disparity where possible, but also make 

time to investigate the factors that caused this 

ceiling effect.

3. Start a conversation  
about talent

It’s a thorny issue, yet one that needs reckoning 

with. Not only is the notion of ‘talent’ quite 

subjective, it’s tangled up in behavioural codes 

that can favour some people more than others. 

Consider how merit is measured in both your 

company and industry, and whether it’s really 

objective and democratic, or influenced by 

opinion and attitude. But don’t just ask yourself 

this, make it a firm-wide conversation, or even a 

conference. Debate—or even disagreement—is 

where change happens.

4. Take intersectionality 
seriously

As shown in our piece on intersectionality (see 

page 26), unfairness isn’t one dimensional—it 

can compound upon itself and multiply. White 

women and ethnic minorities, who come from 

a working class background, are hit by a double 

disadvantage in the workplace. Remember that 

single-focus diversity schemes often miss the 

target, and dig into employee data with the full 

sweep of potential discrimination in mind.

Inspired by and adapted from The Class Ceiling’s “practical 
steps for meaningful change”, what follows is a call-to-arms 
for progressive employers

5. Publish social mobility data

True equity will never be achieved if firms only 

go public with data that makes them look good. 

Be bold—publish everything, be transparent, 

and set a benchmark for other companies 

in your sector to do the same. Then go even 

further, by pairing insight with the specific 

actions your organisation will take to make 

things fairer, in future.

6. Ban unpaid and unadvertised 
internships

Death to the bank of mum and dad! The 

inbuilt unfairness of unpaid (or badly paid) 

internships has helped erect and maintain 

the class ceiling, as it benefits those young 

workers who can afford to work hard, and 

thus make early-career inroads. The same 

is true of unadvertised positions, as these 

disproportionately go to people within the 

wider network of current employees.  

Opt for fixed, short-term, quality placements 

instead—funded by the company and/or 

apprenticeship levy. 

Diversity, inclusion and belonging in the UK workplace
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How to make 
hybrid work from a 
DI&B perspective

While WFH became an overnight reality for 

many last spring, there’s still no sign of a 

wholesale snapping back to the rigid  

structures of old. Not now, or ever. In part, 

this is because flexible work started to trend 

long before Covid-19, but also as WFH is so 

spectacularly popular. 

In Indeed’s last report (Working on Wellbeing: 

Mental health and wellness in the UK 

workplace, published in March 2021), our 

survey of 1039 UK workers with YouGov 

revealed just 17% of employees had a negative 

view of homeworking.  Among our survey of 

508 employers, a massive 94% branded their 

shift to remote wok a success. Now, research 

shows three-quarters of staff think a blend 

of office- and home-based work is the right 

answer, post-pandemic.

Yet mere support for hybrid working, though 

important, is just one factor. We know flexible 

working can empower some employees (such 

as parents juggling full-time hours with school 

pick-up and drop-off). But WFH was not 

created equal (e.g. managers will more likely 

have a dedicated workspace, while junior staff 

may share a communal sofa—and shaky wifi—

with several flatmates). 

For inclusive employers, hybrid work is fraught 

with as many issues as it is opportunities. Is it 

even possible for a diverse workforce—from 

a variety of backgrounds, split between the 

physical office and their own homes—to feel 

united, and truly belong?

Below we explore the positives and pitfalls of 

this new hybrid experiment, and what to keep 

front of mind when navigating it. 

Here’s a fact that, in 2019, would’ve seemed bonkers—yet today 
won’t make you blink—the future of work is hybrid. 

94
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One idea is to reject fixed, all-company 

schedules (e.g. Mon to Wed in the office, 

Thurs and Fri from home), and instead allow 

employees to DIY their work week. A clear 

symbol of empowerment and democracy, it 

means staff can bring their true selves to work 

(even if from home) and do their job in the way 

that suits them, while feeling your support as an 

employer. But it isn’t without risk.

While a freeform structure may liberate 

employees, it could also discriminate against 

them. Consciously or not, managers will form 

closer bonds with office-based staff, and label 

them as more committed, for no reason other 

than they’re visible. For mainly (or full-time) 

WFHers, it’s a literal case of ‘out of sight,  

out of mind’. 

Worse, the danger of a two-tier workforce is 

that those more likely to be home-based—e.g. 

working mothers in-need of flexibility, or 

disabled and neurodiverse employees who 

don’t thrive in an office environment—have 

already suffered decades of systemic inequity. 

In choosing to work remotely, staffers could 

accidentally cosign more unfair treatment. 

Does flexibility bring freedom,  
or breed favouritism?

There is no simple fix here. As pointed out in 

a recent report by McKinsey, “building the 

muscles for a truly effective hybrid operating 

model could take years.” Why? Though the 

flexible work trend pre-existed the pandemic, 

the past two years sparked a sudden 

acceleration, with little time to plan. In other 

words: we’re learning as we go. 

Affording staff options is a powerful thing. 

Yet falling into a two-tier trap—where those 

working in the 

physical office 

are more valued 

and rewarded—is 

worryingly easy. The 

answer could well be 

to engage with each 

employee, agreeing 

a fixed schedule 

that works for them. By avoiding a wholly fluid 

system, you lower the chance of workplace 

randomness (e.g. no free desks one day, wasted 

electricity the next), and allow for planned, in-

person collaboration.  

To fight against a tribal mentality, take small 

yet impactful steps to foster team spirit. For 

example, make sure managers spend the same 

amount of time with staff, irrespective of where 

they’re based. Arrange regular work socials 

(in-person and virtual). And a strict rule of one 

person, one Zoom—during a hybrid meeting, 

everyone dials in separately, even if some share 

a meeting room. This ensures every worker is 

seen, and heard, equally. 

Elsewhere, don’t tie company perks to the 

office. This could mean city- (or country-) 

wide fitness classes, online learning and 

development courses, or a routine supply of 

food delivery e-vouchers, for those who can’t 

access the free food at HQ.

Ultimately, hybrid work is not doomed to fail. 

To get it right, it just requires actual, considered 

work. If you keep a constant eye out for 

emerging risks, be responsive when things go 

wrong, and commit to open communication 

(both direct conversations with employees, and 

via anonymous surveys), it’s possible to slowly 

create a system that empowers every worker, 

while also boosting your company culture.

It’s still too early for catch-all ‘solutions’

To fight against a 
tribal mentality, 
take small yet 
impactful steps 
to foster team 
spirit.
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What does Catalyst Collective do?

We are a boutique consultancy company, 

and we work with organisations that want to 

improve their diversity, equity and inclusion. 

Some of that is diagnostic work, some is 

problem-solving, some is around leadership, 

and some is organisational or cultural 

development. So it really depends on where 

your start point is, and what you specifically 

want to do. We don’t do ‘off-the-shelf’ 

programmes, it’s all bespoke work.

So there’s no set formula to improve diversity 

and inclusion?

A lot of clients do come wanting an off-the-

shelf solution, and in the last year we’ve seen a 

massive increase in that. There’s an increased 

energy, urgency and priority, and [some 

companies] look for quick fixes. ‘Here’s an issue, 

we want to sort it’. I totally understand why 

businesses and leadership teams do that, but 

we always say this is not a quick fix. If you want 

to see actual, transformational change around 

equity, inclusion and belonging, it can’t be off-

the-shelf. 

“ Seeing diversity and inclusion as ‘the right thing to 
do’ is fine as a start point, but if you’re actually going 
to make a difference, it has to go deeper.”

Want to deliver real DI&B 
change? Start by asking ‘Why?’

Katy Murray
Director—Catalyst Collective

PROFILE
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What can the journey look like for  

a company?

We talk about it being an emergent process 

and a messy process. It involves multiple 

stakeholders—and can’t just be top-down 

from leaders, left to HR, or even those who are 

most passionate about the issues. In terms of 

what helps make the shift, we are influenced 

by systemic thinking and systemic change—

where you look at multiple levers to pull or 

buttons to press, and it’s all interconnected. 

So yes, it’s about a clear and compelling ‘why’. 

It’s about leaders 

walking the talk. It’s 

about finding who’s 

got the energy in 

the organisational 

system. And it’s also 

about infrastructure, 

reward and 

recognition, policy, 

processes, what 

behaviours we require and ask for from one 

another. All those tiny, micro moments shape 

an organisational culture. 

When we work with clients, we enable them 

to see their organisation as a system. We 

talk about ‘putting on the glasses’ [to see 

workplace inequality and how bias is playing 

out], and some people are quite new to that. 

Let’s take the average senior leadership 

team—while some may have experienced 

struggle in their lives and will have worked 

hard to get there, they’ll also likely have 

experienced a significant level of privilege.  

This means there’ll likely be blind spots, right? 

Companies that bring you in are  

actively seeking to change. Do you still  

meet resistance?

When leaders say to me, ‘Bias is not playing 

out here’, that’s a red flag. There are issues 

everywhere, so that tells me you’re not aware 

and/or, for whatever reason, you’ve not been 

able to listen and hear others’ stories. I’m more 

interested in leaders who say, ‘I know I need 

to shift some things up—help me see what I 

need to do differently’. That’s a fantastic, open, 

curious start point.

When people are ‘putting the glasses on’, 

and starting to see organisational inequities, 

sometimes for the first time, other colleagues 

will share their lived experience—which might 

be daily barriers and hindrances, simply due to 

their personal identity. People are at massively 

different start points, so it’s about helping that 

conversation, dialogue and discussion to flow.

What are the biggest factors that bring 

about—or block—lasting change?

My experience with very senior people is that 

they generally like the ideas around inclusion 

and equity. Creating an atmosphere of trust, 

where employees feel like they can bring their 

best to work—it sounds like a good thing to 

do, right? Especially when you understand 

the business case, connecting how you’re 

thinking about your organisation and your 

people, and using diversity and equity as a lens 

through which to see all of that. It can be really 

transformational. 

When I see leaders doing that, it makes a 

massive difference. But when it’s a case of  

‘This is a nice thing to do’—and they leave it to 

HR to do it—it doesn’t work. 

Diversity and inclusion has to be something 

where you, as a senior person, make changes 

yourself. For example, 

when very senior 

white men take 

responsibility for the 

privilege they carry, 

it means they can 

use that privilege 

to enable others—

who are different to 

them—to have access to the spaces they’ve 

had access to. That’s where things really  

start to shift. 

Can you share any approaches that saw 

tangible results?

A good example is one senior team I worked 

with, where the chief exec decided they were 

going to put specific KPIs around inclusion 

for all their direct reports. They had a regular 

reporting slot in their exec meetings. The issue 

of measurement can be quite controversial, but 

as it was a metrics-driven organisation, it was a 

good fit for them. As soon as they had a metric 

they had to report on, guess what, this exec 

team started to make some actual changes. 

Talent pipelines started to shift, the gender  

and ethnicity balance of those shortlisted for 

new roles and put forward for promotions 

started to look more balanced. These 

individuals were previously present in the 

organisation, yet hadn’t been showing up in  

the promotional processes.

Does it tend to be companies going that little 

bit further that get lasting results?

Seeing diversity and inclusion as ‘the right 

thing to do’, is fine as a start point, but if you’re 

actually going to make a difference, it has to go 

deeper. At some point, those very senior people 

will have to make decisions that may be costly 

to them personally, and unless they’re really 

bought into the ‘why’, they’re unlikely to make 

those choices. If you’re a leader, you shape the 

culture around you, your micro behaviours 

matter and make a difference. Think about how 

you affirm new ideas, respond to someone 

else’s mistake, how you welcome feedback, and 

how you react to challenges. 

Essentially, diversity, equity and inclusion is 

about sharing power. That’s really challenging 

for those who hold the power in any given 

space. Who wants to give up their power? To 

make it possible, you must be really bought into 

the ‘why’. Think about the spaces where you 

have privilege and access—who else can you 

make that space accessible to? Who can you 

amplify when they’re not in the room?  

Whose work can you make more visible? Who 

can you invite into particular spaces? And 

where can you share credit, pass the mic,  

and amplify others?
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“It’s about 
leaders walking 
the talk. It’s 
about finding 
who’s got the 
energy in the 
organisational 
system.

“Diversity and 
inclusion has to 
be something 
where you, as a 
senior person, 
make changes 
yourself. 
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1. Invest company time, effort and, yes, money

Among of the standout Indeed/YouGov survey findings is not just how important DI&B is to UK 

workers at every level, but their readiness to speak out against discrimination of any kind. So, if you 

haven’t already done so, now is the time to go big on DI&B. Not just because it’s the right thing to 

do, but as your employees (again, no matter how senior) demand it. 

No more tick-box exercises—devote real time and money to staff training, whether it’s around 

unconscious bias, antiracism, allyship, uncomfortable conversations or something else entirely. 

And don’t stop there—explore mentorship programmes, dedicated taskforces and employee-led 

support groups. Last, if your organisation is yet to appoint a dedicated DI&B lead: change  

that immediately.

5 ways to improve your organisation’s approach to DI&B, today

Time for change | DI&B 2021 Report
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The road ahead: 
Creating a 
workplace that 
works—for 
everybody

3. Work out whether hybrid 
working’s right for you (and, if it 
is, look at it again through a  
DI&B lens)
Hybrid work is spectacularly popular, but it’s not 

right for every organisation. If you’re yet to nail 

down a long-term plan, lead with your ears by 

engaging with every employee, then strive for a 

manageable solution that empowers staff, and 

the company itself, to flourish. 

That said, do not commit to any hybrid future 

without figuring out how it will affect every 

group (from parents to disabled people, uni-

fresh new starters to women in their 60s). 

Remember, work structures can negatively 

impact an employee, in a thousand different 

ways (including, but not limited to, career 

progression, mental wellbeing or burnout), 

even if they’re big fans of WFH.

2. Educate yourself on 
intersectionality
So integral to the DI&B conversation, 

intersectionality got name-checked several 

times throughout this report. Understand 

your company may well have blind spots, then 

explore quickly and resolve effectively. 

Remember that one-track initiatives (e.g. the 

gender pay gap), though well-meaning, only 

go so far. And reinvestigate previous schemes 

with your newfound, intersectional radar. You 

might be shocked at some of the accidental 

oppression certain employees experience, even 

at smart, fast-moving firms like your own.

4. Get the belonging-based 
basics right
If a worker tells colleagues their pronouns 

or name—use it. In the gentlest possible 

terms, the only person’s opinion that really 

matters is the individual’s. Encourage 

and normalise pronoun usage company-

wide (in email signatures, for instance), 

as this alone could help trans or non-

binary staff—who might not bring their 

true selves to work—feel welcome. If 

necessary, remind employees that learning 

to pronounce a workmate’s name isn’t that 

arduous, and It’s better to get it wrong the 

first time (and then right forever), rather 

than assign someone a nickname they 

didn’t want or choose.

5. Reflect on how you hire, treat, 
support and empower every 
type of worker
 Reflect on how you hire, treat, support and 

empower every type of worker DI&B is about 

workplace equality, not what looks good in a 

company newsletter. So while it’s important 

you put energy into annual events like Pride or 

Black History Month, don’t forget to provide 

equal support to those often-overlooked 

demographics—for example disabled or 

neurodiverse employees, or workers from a 

disadvantaged background. And if you realise 

you don’t have many (or any) such staff at your 

company, ask why, then take the necessary 

steps to fix it.



105104

Diversity, inclusion and belonging in the UK workplaceTime for change | DI&B 2021 Report

104

Time for change | DI&B 2021 Report

We’re all in
this together
Diversity, inclusion and belonging is not 

restricted to any one company, and the 

more that those of us working to create 

a more welcoming workplace team up 

to learn from one another, the better. In 

this area of business, there should be no 

competition — only partnership.

So let’s all strive to create workplaces 

where the rich and incredible diversity 

of the human race is celebrated and all 

employees can be their true, authentic 

selves. Together, we can do it.

Paul Wolfe 

SVP of Global Human Resources, Indeed
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Having an Indeed Company Page will allow your company further 

opportunities to promote its diversity, inclusion and belonging 

commitments to prospective talent, helping you attract a diverse array 

of applicants. To customise your page, you need to claim it first.

Visit uk.indeed.com/hire/company-pages to do so.

Promote your 
DI&B practices
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