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Promoting diversity, equity, and inclusion is a
top priority for employers today. The Black Lives
Matter movement has been pivotal in
highlighting the importance of creating a fair
society for all minorities and has demonstrated
how far away we still are from this being a
reality. 

Despite a significant focus on diversity, equity
and inclusion (DEI) from some organisations, a
lot of work is still to be done.

Not enough companies are taking the necessary

Introduction
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 actions to champion true diversity and inclusion within their organisations. For
example, A McKinsey study (November 2020) found that diverse team members
have struggled the most during the ongoing pandemic – a lack of awareness
around diversity, equity and inclusion issues negatively affects employees right
now.

The pandemic has challenged the nature of work, job roles, organisational
culture, and business strategy, and from this shake-up, we can carve a new path
towards increased success in DEI.

In this report, we take a deep dive into the enormity of the DEI conversation and
offer advice to IT businesses looking to become more diverse and inclusive. 

James Shenton

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diverse-employees-are-struggling-the-most-during-covid-19-heres-how-companies-can-respond


How Can We Define Diversity, Equity
and Inclusion?
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How will you embed your commitments in your culture?

How will it link to your company values?

What needs to happen for your policy to be reflected in your internal systems and
processes? 

Along with diversity and inclusion, the matter of equity is now often included. ‘Equity’
meaning the validation of each individual, as opposed to when minorities are
‘included’ at a surface level, yet their voices are still not ‘heard’.

An initial problem arises when considering diversity, equity and inclusion because
these terms are often interchangeable; they sometimes overlap and usually mean
different things to each individual.

To embed a workable DEI policy in your organisation, you must be clear on what
these terms represent, which means defining them.

“Diversity is being invited to the disco, and inclusion is being asked to dance.”

The above quote from leading diversity expert Vernā Myers is a simple and effective
way to explain diversity and inclusion. It is more than just a surface level of
‘representation’; it also needs to include active participation.

‘Diversity’ means difference – and can be split into inherent diversity and acquired
diversity. Inherent diversity relates to immutable traits such as race, age and gender,
whereas acquired diversity results from characteristics such as background and
political beliefs.

It is worth noting that the Centre for Talent Innovation, who coined these terms found
that companies with high levels of both kinds of diversity were 45% more likely to
have expanded their market share and 70% more likely to have captured a new
market in the last 12 months.

Remember, DEI isn’t about displaying the ‘right’ words and phrases on your vision
and mission statement. Think about how you will bring your policy to life through
daily actions and behaviours? For example: 

 

https://hbr.org/2017/02/diversity-doesnt-stick-without-inclusion#:~:text=%20Diversity%20Doesn%E2%80%99t%20Stick%20Without%20Inclusion%20%201,career%20success%20is%20murky.%20Our%20research...%20More%20
https://coqual.org/


How Can We Define Diversity, Equity
and Inclusion?
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This includes everything from recruiting, onboarding, performance management,
career development programmes, succession planning, how individuals and team are
managed, and how senior leaders ‘walk the talk’.

At its core, your DEI policy should exist to create an environment where everyone is
on the same level playing field, whether they are a security guard, cleaner, CEO, a
first-time manager or a receptionist.

And this doesn’t just mean including pictures of everyone on your ‘about us’ website
page; it is about cultivating an environment - every single day - where there is zero
discrimination present in a business. Come to think of it, how often do you see even in
small companies the ‘meet the team‘ page as essentially a meet the leadership team.
This isn’t exactly an example of ‘equity’.

Successful DEI is when tasks are delegated, decisions made, individuals grow and
develop, job opportunities are created and filled by the best, most suitable person,
because the company’s culture, systems and processes fully embrace diversity, equity
and inclusion.

That said, businesses who have focused on DEI in recent years might believe that they
are operating inclusively, but there is often more to it than meets the eye.

Consider the following; who is it that speaks first in company meetings?

If it is always the most senior member, this is an example of dis-inclusivity hiding in
plain sight.

Hierarchically speaking, if junior members of the team share ideas, how often are
these ideas taken on board? Real inclusion is valuing every employee’s voice, no
matter their level of seniority or time with the business.

Remember that diversity should mean a ‘diversity of thought’ – it goes deeper than
just employing people from different demographics and ethnicities. Genuine diversity
comes from a variety of ideas, beliefs and concepts.
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Legal Obligations for Employers

Each country has its diversity issues in the
workplace, and various legislation aims to
improve this; some do it better than others.

World-leading data and insights consultancy
Kantar launched the world’s first Inclusion Index
in 2019, surveying over 18,000 people in 14
countries. They identified Canada and the USA as
the most diverse and inclusive countries.
However, none of the countries surveyed scored
above 66% of the index, suggesting no countries
perform exceptionally well.

The primary laws that exist to ensure equality in
the workplace in the U.K. are;

The Equality Act (2010), which prohibits discrimination due to age, gender,
disability, race, religion and marriage status

The Race Relations Act (2000), which, when introduced in 1965, banned racial
discrimination in public places and made it a crime to promote hatred on the
grounds of race.

As you can see, these pieces of legislation have not been revisited for many years.
While we wait for them to be updated, what can employers do to ensure they act
in non-discriminatory ways?

It all comes down to businesses holding themselves accountable.

While these laws are in place to stop outright discrimination against anyone due
to their race, age, physical capabilities, sexuality or gender, there is still a lot of
unconscious bias within organisations. There is growing pressure for employers
to take responsibility for writing their own rule book.

Age discrimination is also a legal matter, but it can also be present in attitudes
rather than visual discrimination.

This kind of bias is so subtle and widespread; even the BBC failed on this issue. In
2011, Countryfile presenter Miriam O’Reilly won a case against her former
employer after being dropped from her role in what has been identified as age

https://www.kantar.com/north-america/company-news/inclusionindex
https://www.gov.uk/guidance/equality-act-2010-guidance
https://www.bbc.co.uk/news/entertainment-arts-12161045
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discrimination. The BBC apologised, and senior members of staff who were
responsible for the decision underwent additional training.

Organisations can operate in a discriminatory way towards older employees and
candidates, often unwittingly. Do your job descriptions or adverts use age-
discriminatory words or phrases such as ‘fresh talent’ or ‘up and coming’?

Age and experience are often intertwined, but they should not be viewed as a way of
defining a person. Do you expect that someone older will have more in-depth
knowledge? Or perhaps that they will be less up-to-date with technology? The
ingrained ideas around age and the workplace run very deep – and recognising that
these stereotypes are harmful is the first step to overcoming the issue.

The gender pay gap is also a legal matter which is shrouded in various levels of
transparency.

While women’s rights advocates continue to campaign for pay transparency, many
organisations are still secretive with this information. 

The gender pay gap in the U.K. is closing – down from 17.4% in 2019 to 15.5% in 2020.
However, the pay gap remained the largest in higher-paid roles, highlighting the
inequality at top levels.

Currently, only companies with over 250 employees are legally obliged to publish
their salary data. Is your organisation transparent with pay scales? An organisation
cannot be considered truly diverse or inclusive if they hide behind this information.

Legal Obligations for Employers

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020#:~:text=The%20gender%20pay%20gap%20among,10%25%20for%20older%20age%20groups.


In every IT organisation, visible and invisible structures, networks, beliefs,
behaviours and opinions contribute to the overarching company culture.

No matter what size your company is, there needs to be a workable system in
place and a management team who believe in the system and lead by example
to allow real DEI to flourish.

However, even organisations with commendable focus and systems for
encouraging DEI can sometimes fall victim to broader infrastructure problems.
And this can happen in sectors that have deep-rooted, ingrained stereotypes.

For example, women in the U.K. are four times more likely to work in health and
social care than in either manufacturing or construction. Is this down to
individual employers, or is it more to do with historical gendered stereotypes
still present today?

Although the tide is turning, there is still progress to be made for some sectors
to become truly gender diverse. As an employer, you can have a dedicated
focus on improving DEI in your organisation, and if you haven’t already – now is
the time to start. 

IT employers must encourage individuals to believe that they can fulfil their
career goals and not be held back by labels. This means giving genuine, equal
opportunities to all employees and candidates; it’s about challenging
stereotypes in yourself and those around you.

Businesses sometimes pick what makes the most sense to them. On the one
hand, working on improving one section of DEI and then moving on to the next
seems a logical approach to take. 

For example, a company could decide to drive promoting women in male-heavy
industries such as STEM roles. The downside of this approach means businesses
work in a small area of DEI. The danger is that this is perceived as a box-ticking
exercise instead of viewing it as a holistic challenge which results in shifting
values, beliefs and ultimately behaviours.

So let’s look at strategies you can implement to improve DEI in your
organisation to create this shift. 

Are Employers Doing All They Can?
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https://researchbriefings.files.parliament.uk/documents/SN06838/SN06838.pdf
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Effective Diversity, Equity & Inclusion
Strategies to Implement Now

Do your management employ ‘old school’ work ethics, such as being overly harsh
or critical in an effort to improve standards?

Is bad language tolerated in your workplace? 

What well-known cliques operate in your company? 

How developed is your employee’s emotional intelligence? 

Until recently, DEI was sometimes viewed as a ‘side project’ or an optional extra that
some organisations focused on to give them the edge in the employer branding
stakes.

But now, as the public’s appetite for equality grows thanks to widespread media and
transparency movements, diversity and inclusion are something that employers can’t
ignore any longer.

In a recent McKinsey report, DEI was highlighted as playing a significant role in the
economy’s Covid recovery. The report states, “companies pulling back on I&D now
may be placing themselves at a disadvantage: they could not only face a backlash
from customers and talent now but also, down the line, fail to better position
themselves for growth and renewal.” So, how can employers do better?

1. Create a Culture of Respect

An employer can be legally above board in terms of discrimination, and yet there can
still be a culture where there is a lack of respect between employees. This is toxic and
can be harmful to the progression of DEI.

Think about:

Creating a respectful culture is the first step to improving diversity and inclusion, as
acceptance and tolerance, high emotional intelligence, kindness and consideration
are all necessary for forward-thinking organisations.

Disrespectful behaviour should not be tolerated, and this message needs to come
from the leadership team. Bullish tactics are not an acceptable part of the modern
workplace and can lead to discriminatory territory.  

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-still-matters
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Effective Diversity, Equity & Inclusion
Strategies to Implement Now

2. Internal Training 

Employers should also focus on training in any areas where employees need help to
create a level playing field in terms of skills and career progression.

Offering excellent training programmes to all employees is one of the best ways to
support people with different skills and abilities.

Be aware that individuals from different backgrounds will have different skill sets – a
robust training programme is vital for equality. For example, would you encourage
the same development opportunities in the part-time mother as opposed to the new
graduate?

3. External Consultancy and Training

If you are going to provide training focused on DEI in your organisation, external
training is the way to go.

Being trained in these areas by an in-house manager or colleague will lessen the
impact compared to an external expert.

This is because it is easier for an internal trainer to sell the company perspective,
whereas an external trainer is impartial. They can come into an organisation as a fresh
pair of eyes, and they can make the call as to the best approach to highlight ‘potential
problems’ they observe and can be more direct in their assessment and
recommendations. 

If you are commissioning a piece of training, it might not be possible to bring in an
external trainer. Your company vision might currently be too narrow for the training
to have any kind of impact. There first needs to be an environment where employees
fully understand the importance of DEI.

An external trainer must act as a consultancy first to check that the training is even
possible, find the gaps and then work out what this means in terms of training within
the organisation. 

An external trainer’s impartial viewpoint is necessary for DEI training to have a



When was the last time someone in an entry-level position was asked for their
input on a significant decision?

How did you demonstrate their opinion was valued?

When did you last act on an idea put forward by a junior staff member or someone
new to your business?

resounding effect. Have you looked into providing DEI training in your organisation?
There are various providers across the country; do your research and call in the
experts to make a real impact.

4. Genuinely Listen

In your company, would an idea or suggestion be treated with the same respect if it
came from somebody at the bottom of the internal ecosystem instead of an
executive?

Treating employees inclusively means giving them a voice.

This means listening to everybody at all levels and making organisational changes
based on your team’s ideas. It might sound like a radical notion, but some employers
do this to great effect.

Multinational Virgin is known for instigating debates among staff to drive innovation
and create a better workplace. Ask yourself the following questions:
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Effective Diversity, Equity & Inclusion
Strategies to Implement Now

https://www.managers.org.uk/knowledge-and-insights/case-study/6-companies-that-get-employee-engagement-and-what-they-do-right/


Effective Diversity, Equity & Inclusion
Strategies to Implement Now

Base performance on facts, always - sometimes factors such as gender or age can
affect a manager’s ability to be objective in performance reviews. Continually
assess performance expectations, and analyse whether reviews are in-line with
data rather than opinions.

Use inclusive language – avoid using words or phrases which perpetuate
stereotypes. For example, saying, “I was surprised that you did so well on this
project, I didn’t expect that you would have such an interest in this topic” can limit
employees’ beliefs that they can progress in areas they are not familiar with.

5. Fair Career Progression Structures

Have structures in place which allow people to progress no matter what their
background.

Businesses should not reward generalists over specialists in an unequal way. Most
employees are specialists in their skills and abilities, but this very fact can hold them
back.

Offer the same development opportunities to everyone; don’t be blinkered into
thinking someone will do well over another based solely on their previous
employment history and current skill-set.

Offering different people the same opportunities is necessary, but it needs to go
further as a leader. It recognises that some individuals who previously have been
discriminated against may not feel confident to put themselves forward. As leaders,
we need to recognise talent, encourage it, and inspire people to put themselves
forward. 

At the highest level of your career progression strategy, make sure succession plans
also represent your DEI policy. 

6. Appraisals 

There are a few ways you can build D, E & I into your performance management -
consider the following:
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Effective Diversity, Equity & Inclusion
Strategies to Implement Now

Ask for feedback, and listen – ask your team ‘what more could I be doing to help
you be your authentic self at work’ and put into practice their suggestions.

Appraisals are often overlooked in terms of DEI, so it’s a good idea to re-evaluate
them through the DEI lens.

7. Accountability

Accountability is something that many businesses lack, which mean it is an area for
improvement if your company wants to embrace DEI.

There needs to be a recognition among all employees, from new starters to the CEO,
that DEI is not an isolated construct but a core principle of your organisation.

There is also a recognition of the need to educate middle managers on different
career progression routes. The older model of starting at the bottom and working
your way up should now be challenged.

People study and progress in their careers differently now; you do not require
decades of experience to be regarded as an expert any more.

Challenge your own beliefs and discuss your decisions with colleagues – championing
diversity and inclusion is about having conversations that others might find
uncomfortable.

8. Marketing and Communications 

Marketing, both internal and external, has a significant role to play in improving DEI.
There can be discrimination built into the language we use every day, and there are
ways we can modify our language to make it more inclusive. 

For example, someone tells you a story about their lawyer; if you reply and assume
that their lawyer is male, this is an example of the ingrained stereotypes we can
challenge by changing our language.

Beth Dunn, UX Operations Lead at HubSpot in a Medium article, states, “Try not to
present the privileged, tech-savvy, wealthy, able-bodied, white, cis-gendered,
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https://blog.hubspot.com/marketing/inclusive-language


anglo-centric male experience as ‘standard’ and everything else as ‘other’ or
‘diverse.’ Seek ways to place the ‘other’ in the centre of things instead.”

It’s about challenging our own unconscious biases and striving to view the world
through the eyes of those who carry less privilege.

Many marketing images are still laden with white, male business-like figures. Think
about the language changes you can make in your internal communications and
everyday language, as well as external marketing material.

Often companies will arbitrarily include a woman or a person of colour into their
images to appear more diverse; if you’re trying to appear more diverse than you are,
you are engaging in performative DEI.
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Effective Diversity, Equity & Inclusion
Strategies to Implement Now

https://www.glassdoor.com/employers/blog/transparency-in-the-workplace/


The Issue of Performative Diversity,
Equity and Inclusion 
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Sometimes companies get it wrong.

With an increased focus on diversity in recent years, we have also seen a rise in
performative DEI, appearing to be an inclusive employer on the surface and
failing behind the scenes.

An example of this is when businesses go out of their way to create an inclusive
hiring process and a diverse shortlist. They hire diverse employees but then fail
to make them feel included. This happens when DEI strategies are not
embedded and implemented within the business. It could also be because the
strategy is too vague or even non-existent.

Employees are increasingly less tolerant of employers who don’t deliver on
health and well-being, diversity, and inclusion.

Some businesses will hire ‘diversely’ and then fail to make the new recruit
welcome – this must be addressed.

A high-profile example of performative DEI occurred in the wake of the Black
Lives Matter (BLM) 2020 movement when brands came out to show their
support for racial inclusivity.

Beauty brand L’Oreal posted a message supporting the BLM protests, after
which former employee Munroe Bergdorf spoke out, stating that the brand had
‘thrown her to the wolves’ in 2017 when she was fired for posting about “the
racial violence of white people”. Bergdof has since re-joined the L’Oreal team on
the company’s U.K. diversity and inclusion advisory board.

Finally, as IT companies look to improve DEI, let’s look at the role recruitment
companies have to play.

https://www.bbc.co.uk/news/entertainment-arts-52984555


Improving DEI all starts with recruitment.

Evolving your recruitment strategy and processes is
the easiest way to champion inclusion and make
your workforce more diverse.

But as with the issue of performative diversity and
inclusion, your hiring processes should not be made
more diverse solely to look better to the outside
world. There needs to be a DEI support mechanism
to assist employees during their onboarding and as
they begin to build their new career.

What IT organisations should not forget is that
recruitment is about finding the best person for the
job – and not hiring arbitrarily to fulfil quotas.
Create an environment of inclusivity, and this will
permeate through your hiring and the type of talent
you will attract. 
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The Implications for Your Recruitment
Process

As long as the recruitment company you work with has a matrix that is non-biased,
you are doing the right thing – how prominently is DEI featured in your current hiring
process?

How often are you having conversations among the hiring department about how
diversity, equity and inclusion can be incorporated into your hiring decisions?
Below are some of the first places to look to make your recruitment strategy more
inclusive.

1. Use Inclusive Language in Your Job Descriptions

Audit your previous job descriptions and look at how you can make them more
inclusive by changing the language. You might notice that the language you have
used in the past was geared towards certain demographics – this can happen when
you start the recruitment process with an idea of the ‘type’ of person you want
already in mind. Additionally, don’t be afraid to mention that you welcome candidates
from all different backgrounds. 



2. Have Managers Complete Unconscious Bias Training

Unconscious bias can derail the recruitment process. Implement training for everyone
involved in your recruitment processes on how to spot and eradicate unconscious
bias to create a fairer system.

3. Use ‘Blind’ Recruitment in the Early stages

This means considering employees without being aware of personal details such as
name, age, ethnicity, sexuality etc. Scrutinising candidates in this way creates an
equal playing field, although it can be difficult to achieve in practice without the right
recruitment and CV tools. Talk to your recruitment provider about blind recruitment
and how it could work for you.

An expert recruitment company will be able to work with you on your current hiring
process to advise on implementing excellent recruitment strategies.

However, if you want to improve your recruitment strategies and results this year, we
can help. 

To find out more about our recruitment services, contact us today on 01580 857179 or
email james.shenton@opusresourcing.com

You can also connect with me via Social Media:

Best wishes,

James Shenton

The Implications for Your Recruitment
Process
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http://www.linkedin.com/in/jamesshenton
https://www.twitter.com/Opus_Resourcing


For over 18 years, Opus Resourcing has cemented its place as a market-leading
boutique technology recruitment consultancy by partnering tech talent with
world-leading technology businesses.

From start-ups and scale-ups to large-scale technology businesses, we specialise
in permanent and contract tech recruitment.

We work across a wide range of sectors, from digital consultancy, eCommerce,
including luxury eCommerce, to fin-tech, green energy tech, and most things in
between including SaaS software, and video collaboration.
 
Our highly experienced consultants have forged long-standing preferred
supplier relationships with many clients, and we pride ourselves on having in-
depth knowledge of our client’s technology stacks and cultures.

Our approach and results are also based on, networking, best-of-breed
recruitment technology and providing a personal touch to deliver a high level of
service to both our clients and candidates in the technology community.
 
Quality rather than quantity of CVs is what we will deliver during the recruitment
process. 
 
These are the critical ingredient in our success, and we are regularly seen as
trusted advisors to our clients.

 James has been a valued, credible and knowledgeable talent sourcing partner of
PPB /Flutter's for the past 10 years. He's engaged and placed circa 70 talented
people into our business ranging from engineers, managers to directors including
many key senior technology experts in some quite niche areas, all the while being
an absolute pleasure to work with.

Elaine Sheehy - Technology Talent Acquisition Specialist , Paddy Power Betfair /
Flutter Entertainment

About Opus Resourcing
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