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NATIONAL INCLUSION WEEK  
IS ALWAYS A BRILLIANT 
OPPORTUNITY TO CONNECT, 
LEARN FROM EACH OTHER AND 
SHARE DIVERSITY, INCLUSION 
AND EQUITY BEST PRACTICE 
WITH OTHER BUSINESSES. 
This year, the theme was Each One, 
Reach One, with individuals and 
businesses coming together to make 
inclusion an everyday reality. 
 
We’ve rounded up the top 3 hot topics 
from this year’s sessions.

INCLUSION IN THE 
‘NEW NORMAL’

ANTI-RACISM AND 
STRUCTURAL CHANGE

THE ROLE OF 
PSYCHOLOGICAL 

SAFETY IN INCLUSIVE 
WORKPLACES

BY MATHEUS CARVALHO 

BY DONNA MURRAY TURNER  
& DEBBIE EPSTEIN

BY JENNY BERMIN  
& LAURA DEVANEY



ANTI-RACISM AND 
STRUCTURAL CHANGE
BY DONNA MURRAY TURNER  
& DEBBIE EPSTEIN



THE HARD FACTS

SO, HOW DO WE CHANGE THIS?

   During the pandemic, 
22,000 black men 
were stopped and 
searched in London

   White students 
aged 16-18 are 3x 
as likely to achieve 
three A Levels than 
their fellow black 
students

   The Black ethnic 
group has the 
lowest percentage of 
workers in ‘Manager’, 
‘Director’ or ‘Senior 
Official’ positions



WE START BY 
EDUCATING OURSELVES
   Black people have been in Britain 

since the Roman Conquest – and 
active members of British society 
since Tudor times

 -  There is a huge part of African 
history that doesn’t include 
transatlantic slavery

 -  Black people have played other 
significant roles in our history, 
although little has been recorded

 -  These narratives and stories 
have influenced the structures 
and systems we have in  
place today

   There were just 14 countries that 
the British Empire didn’t attempt to 
colonise

 -  The Empire thrived on slavery, 
loss of land, culture and removal 
of native people, as well as 
deaths caused by famine

   Between 1948-1970, in the 
aftermath of the Second World War, 
the Windrush Generation were the 
answer to Britain’s employment 
shortages

 -  In 2010, people’s landing cards 
were destroyed, threatening 
their immigration status

   The Slave Trade was abolished in 
1807, but the 1833 Slavery Abolition 
Act abolished slavery itself

 -  The Government shelled out 
£20 million in 1833, not to 
free enslaved people, but to 
recompense slave owners for 
losing their property

 -  The taxpayer was paying off  
this debt until 2015

It’s a harsh reality, but slavery 
underpins nearly all growth of  
the current Western world.



TO ENACT 
CHANGE, 
FIRST WE 
NEED TO 
UNDERSTAND 
OUR WHITE 
PRIVILEGE.

White Privilege is… 

   Watching television or reading books 
and easily finding characters who 
reflect your race/experience

   Not having violent stereotypes 
associated with your race

   Learning in school about the key 
figures in history from your own race 

   Being able to easily find products  
and services made for you

   If a police officer knocked at your  
door, you’d assume they were there  
to protect you

   You don’t have to think about your  
race regularly 

White privilege is  
really difficult to 
unpack, as it evokes 
guilt, which puts many 
people on the defensive. 



BUT IT’S NOT ABOUT FIGHT OR FLIGHT…

IT’S ABOUT ACCEPTING THE 
POWER WE HAVE – AND USING IT 
TO DISASSEMBLE HARMFUL AND 
EXCLUSIVE STRUCTURES.



   Celebrate Black History Month

   Review all policies – and make 
sure they’re inclusive of our 
people’s backgrounds and 
cultures

   Create inclusion circles to 
encourage open, best practice 
conversation 

   Make anti-racism part of the  
BAU conversation 

   Champion opportunities for  
BAME individuals 

   Increase awareness of and  
re-educate on Black history - 
give your colleagues a copy of 
‘Why I'm No Longer Talking to 
White People About Race’  
by Reni Eddo-Lodge

  Tap into our allies 

AS BUSINESSES,  
THERE’S 
A LOT WE  
CAN DO. 



AND IT’S 
NOT JUST 
ABOUT WHAT 
WE DO AS A 
COLLECTIVE. 
IT’S OUR 
INDIVIDUAL 
ACTIONS, 
TOO.

Together we can…

   Encourage and accept 
challenges on our own 
behaviour 

   Acknowledge and reflect  
on our evolving privilege

   Challenge our own - and 
other people’s - biases

   Call out when there is  
no one from an ethnic 
minority in the room 

   Incorporate different 
perspectives into our 
thinking 

   Expose ourselves to new 
sources of information

   Amplify the voices of  
BAME people



THE ROLE OF 
PSYCHOLOGICAL 
SAFETY IN INCLUSIVE 
WORKPLACES
BY JENNY BERMIN &  
LAURA DEVANEY



THE BUSINESS CASE FOR  
DIVERSITY SELLS ITSELF

In fact, it delivers for both businesses  
and their colleagues.

   Companies with diverse management teams make 
19% higher revenue

   Diverse teams are more accurate in their judgement 
and more innovative than non-diverse teams

    Psychological safety reduces turnover,  
increases revenue, effectiveness and the ability  
to benefit from diversity

   Diverse companies are 45% more likely to expand 
their market share and 70% more likely to capture 
new markets over 12 months

   Diverse teams make better decisions 87% of the time

Psychological safety 
comes into play when 
people with diverse 
points of view feel safe 
to share them. The link 
between diversity and 
psychological safety  
is vital.



SO, WHAT EXACTLY 
IS PSYCHOLOGICAL 
SAFETY?

Psychological safety is an 
environment where people feel 
they can speak candidly without 
fear of punishment. 

However, when we’re reluctant 
to ask questions or behave in a 
way we fear will make us look 
stupid, it takes some nurturing, 
encouragement and the  
occasional push.

IMPORTANT ASPECTS TO CREATE 
PSYCHOLOGICAL SAFETY INCLUDE:
  TRUST

  HONESTY

  ACTIVE LISTENING

   STARTING FROM THE TOP

  RESPECT

   LEADERSHIP SUPPORT

  CARE

  ROLE MODELLING 

  NURTURING 



HOW DO WE NURTURE THIS CULTURE?
At J&J, they’ve been really proactive in growing a culture of psychological 

safety. They started by identifying three core behaviours that lay the 
foundations for brilliant leadership and empowered teams. 

TRUST
They trust in positive intent, so 

encourage courageous open 
discussions and debate.

AGILITY 
They empower and are 

empowered to move fast,  
take risks and fall forward.

OWNERSHIP
They may disagree, but they 
commit to and own decisions 

and goals for the greater good.



IT’S ALL ABOUT  
VULNERABILITY

According to Brené Brown, professor 
and lecturer, vulnerability is the 
birthplace of innovation and creativity. 
It’s about uncertainty, risk and 
emotional exposure, showing up  
and being seen – even when there  
are no guarantees. 

J&J committed to bringing vulnerability 
into their workplace, particularly 
within the R&D leadership team. They 
had no idea how it would feel, or how 
colleagues would react, but they were 
up for the challenge.

Together they:

   Created a vulnerable space

   Asked leaders what they would do to 
continue the organisational culture 
shift and what help they needed

   Pledged what they’d personally do 
differently 



1 ATTENTION
Really listen. Get a 
wall clock, put the  
tech away and don’t 
just wait for your turn 
to speak.   

2 EQUALITY
Give everyone in the 
room an equal voice. 

3 EASE
Make sure everyone 
has the time to think 
and speak.

4 APPRECIATION
Practice a 5 to 1 ratio 
of appreciation and 
challenge.

5 ENCOURAGEMENT 
Make sure you’re 
encouraging the other 
people in the room, not 
competing with them.

6 FEELINGS 
Be mindful of and 
acknowledge 
personal feelings  
and reactions.

7 INFORMATION
Where possible, share 
the information, so 
people feel informed.

8 DIFFERENCE
Welcome and 
encourage diverse 
thinking.

9 INCISIVE 
QUESTIONS
Incisive Questions 
replace limiting 
assumptions with a 
freeing ones.

10 PLACE 
Provide a space where 
people feel valued 
– this is particularly 
important in our new 
virtual environments.

YOU’LL NEED A  
THINKING ENVIRONMENT 



INCLUSION IN THE  
‘NEW NORMAL’
BY MATHEUS CARVALHO 



A FOUR-STEP APPROACH TO NAVIGATING THE NEW NORMAL

MANAGING 
CHANGE

FLEXIBILITY CULTURE MENTAL 
HEALTH 
SUPPORT



MANAGING  
CHANGE

The reality of change is that it 
normally comes at the expense of 
losing something dear to us. 
 
Today, inclusion and change 
strategies are closely linked,  
and change must have an 
inclusive lens.

When managing change, businesses should:

   Remember that everyone’s experiences are different –  

so they’ll react differently 

   Survey employees to understand what they’re going 

through, and how they’re feeling

   Communicate with transparency

   Train their managers

   Run an Equality Impact Assessment to understand  

the impact of change on different groups

   Consider how their inclusion strategy is supporting  

their change strategy



FLEXIBILITY

COVID-19 has proven that not all jobs need to be  
office-based. Businesses are adapting; Twitter are 
offering all colleague WFH positions, if that’s what 
they prefer. 

We can start offering more flexibility by:

   Updating policies – making sure they’re  
up to date and fit for the new normal

   Considering flexible working 

   Equipping managers to have flexible  
working conversations



CULTURE

The lines between work and 
home life have blurred. We can do 
whatever we want to build culture 
internally, but external factors 
will always affect people.

Build culture in the new normal by:

   Considering what your data is telling you 

   Getting ready for more hybrid 
environments

   Thinking about new joiners’ employee 
experience 

 •  Do they have a buddy to guide 
them through the first few weeks 
and months?

   Training and empowering leaders to 
maintain unity

 •  Do they have the right tech  
to do this?

   Considering what reasonable 
adjustments your people need

 •  In a virtual world, there may be 
more than in a physical space

   Considering different ways of working

 •  What can we do differently?

 •  What conflict could arise,  
and what can we do about it?



MENTAL HEALTH 
SUPPORT
Countless studies have shown our mental health has taken a plummet 
since March. What tactics have we tried, tested and found helpful during 
this experience? 

   Working with external partners to run 

virtual wellbeing challenges

   Sharing monthly bulletin emails full 

of uplifting stories and important 

information on key issues

   Reviewing, refreshing and promoting 

wellbeing benefits: webinars, virtual 

mindfulness sessions, virtual yoga 

classes, GP apps

   Hosting virtual mental health 

awareness sessions 



READY TO BUILD A 
DIVERSE AND INCLUSIVE 
WORKPLACE?

If you need help supporting your D&I plans or  
boosting colleague resilience, we’d love to hear  
from you. Get in touch with our Employee  
Engagement Specialist, Lucy McKerron at  
lucy.mckerron@mccannsynergy.com


