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Foreword

The services that charities provide are #NeverMoreNeeded, and that hashtag could equally 
be true of this report. As the Covid pandemic has raged around us we’ve seen a rising 
groundswell of discontent at the inequalities within our society. This inequality will directly 
affect some of the more than one million people that use eLearning provided by the Charity 
Learning Consortium. I personally wanted to do something to help, that would make a 
real difference. So this report is the culmination of 18 months where the Consortium has 
focused efforts on creating free resources to support charities that want to embrace EDI, 
that want to change. The Consortium has:

• Produced a series of free videos focused on EDI, that are now being used as part of blended 
learning programmes. The free videos can be found at Watch.ClearLessons.com  

•  Held virtual discussions on L&D in EDI, open to all members 

•  Created an EDI working group amongst members, to support their work

•  Hosted a virtual ‘kickstarter’ conversation with Third Sector magazine, that was open to all 
charitable organisations

•  Worked with Elev-8 and Nathan Nalla from Be The Riot to offer presentations and 
workshops to shape members’ work in this area

All of this has been a learning journey, which has resulted in this excellent report written by 
Nathan Nalla. Together with our videos, this creates a toolkit to support putting EDI principles 
into practice. If you want to positively influence the culture within your organisation you’ll find 
something here to inspire you. None of us are anywhere near having all the answers or all the 
solutions so I’m particularly grateful to Shelter, World Vision, RSPCA, Leeds University Union 
and Shaw Trust for allowing us to showcase their work. Wherever you are on your EDI learning 
and development (L&D) journey, the most important thing you can do is to start. 

Martin Baker
Founder and CEO of the Charity Learning Consortium 

https://watch.clearlessons.com/
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Introduction

Equity, diversity and inclusion (EDI) has become a top priority for organisations. Black 
Lives Matter protests, Stop Asian Hate campaigns and calls for more protections for 
women during the coronavirus pandemic collectively highlighted inequalities that exist in 
our society. Alongside this, statistics show disproportionately poor outcomes for those 
with disabilities while the number of reported hate crimes towards LGBTQ+ people 
continues to rise. 

EDI has been a pressing issue for the charity sector for some time, with startling headlines 
about systemic bullying, racism and sexual harassment highlighting serious concerns. 
Historically, people have looked to charities to be the leading lights when it comes to issues 
of justice, equality and human rights. It’s crucial that workplace EDI is more than just a tick-
box exercise and this means making it an organisational priority, embedding EDI into the very 
fabric of an organisation. An essential part of this work is educating employees and raising 
awareness of EDI-related issues.

Charities don’t always have people who are experienced in pulling successful EDI initiatives 
together. Whomever it falls to, the work can seem daunting when it’s in new territory. 
Charities may also struggle to find the time and/or budget to dedicate to this type of work. 
This report aims to guide charities through creating a successful EDI learning programme. 
There is no ‘magic wand’ or ‘silver bullet’, it takes time and there’s a lot to do, so I hope you’ll 
find the guidance and tips in this report valuable.

Nathan Nalla
Founder and Director of Be The Riot
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For an organisation to try and get equity, diversity and inclusion (EDI) right it usually means 
cultural change. An EDI learning plan is crucial to that, but ultimately it will only be successful if 
people change. You want to take employees on a learning journey, encourage certain values and 
challenge their perspectives, with the aim of this leading to a change in behaviour.

Learning about EDI isn’t just about imparting knowledge, it’s very much linked to the purpose 
and values of your organisation. This includes educating and raising awareness of key topics, 
as well as equipping people with the tools they need. Greater knowledge combined with 
changes in perspectives and behaviours is what will contribute to an overall culture shift within 
your organisation. So, where should you begin when forming an EDI learning plan?

Getting started

Before you start creating anything, it’s vital to first understand where your organisation is in its 
EDI journey, and therefore what’s needed. Answering the following three questions will help 
you identify this. 

1.  A learning and 
development plan for EDI 
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1.  What cultural challenges relating to EDI do you want to address? 

First of all, identify the specific cultural challenges relating to EDI in your organisation that 
you want to address, such as a lack of representation of certain groups, responding to 
microaggressions or raising awareness of policies. Unless you know what you’re trying to achieve, 
you’re unlikely to devise a L&D plan that is targeted and relevant to your organisation’s needs. 

Action points
• Identify cultural challenges through the use of surveys and focus groups. These often tie into 

wider employee engagement surveys but can be done on a smaller scale for the purposes 
of your project

• Educate yourself on the challenges that exist within wider society, the charity sector and 
your organisation’s specific area of work. Here are some resources that may help:

 � Home Truths: Undoing racism and delivering real diversity in the charity sector – a report 
by Dr Sanjiv Lingayah, Kristiana Wrixon and Maisie Hulbert, published by ACEVO and 
Voice 4 Change

 � Time Well Spent: Diversity and volunteering – a report published by NCVO

 � How does the charity sector think about diversity? – a short report published by ACEVO 
and Voice 4 Change

 � Diversity and Discrimination in The Charity Sector – a free rescource to download from 
Charity Jobs

2. What knowledge do learners already have?

Knowledge will probably vary quite broadly depending on a person’s experience, their 
proximity to underrepresented groups and their passion for the subject. This huge variation 
usually means starting with the basics. Identify what information is important for all learners 
and what is likely to be helpful for those with more advanced knowledge.

Action points
• Find out what knowledge learners already have through focus groups, small surveys or 

even quizzes. 

  Focus groups: These can help you understand where people are and the challenges 
that exist. Some people might not even know what the terms equity, diversity and 
inclusion mean, or specifically what they mean for the organisation. Focus group 
conversations may highlight a general understanding of how EDI relates to gender but 
not how it relates to disability. They’re an invitation for people to volunteer to share the 
personal challenges they’ve had while trying to progress, or the mistreatment they’ve 
experienced. All of this information can help you identify where the knowledge gaps 
lie and highlight issues that can be addressed with L&D. 

 Tip: Ensure that focus group conversations are kept confidential. 

  Surveys: In a short survey, list the topics relevant to EDI in your organisation that you 
want to support. Allow respondents to select the topics they have knowledge on, as 
well as indicate the topics they haven’t had much exposure to. You’ll find some sample 
survey questions in the additional resources at the end. 

  Tip: Keep surveys anonymous, so that people feel confident answering with honesty. 

https://www.acevo.org.uk/publications/home-truths/
https://publications.ncvo.org.uk/time-well-spent-diversity-and-volunteering/
https://www.acevo.org.uk/wp-content/uploads/2019/11/Problems_-litreviewsummary.pdf
https://recruiternews.charityjob.co.uk/resource/diversity-discrimination-charity-sector-summary/
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  Quizzes: A quiz could focus on key terminology relating to EDI, or the meaning of 
equity, diversity and inclusion. 

  Tip: Use tools such as Google Forms, SurveyMonkey or Typeform, all of which are 
user-friendly and free. 

3. What are the learning outcomes you want to see? 

Once you’ve identified your specific cultural challenges and the knowledge of your learners, 
you can set your desired outcomes. For example, you might want learners to:

• Recognise the ways in which a lack of representation puts the organisation at a 
disadvantage and the contribution that everyone can make to address this

• Understand what microaggressions are, the impact they have and how to respond to them

• Have awareness of the organisation’s EDI and anti-discrimination policies

With learning outcomes in mind, you can begin to decide what topics you need to cover. 
Following the three-step approach outlined above will help prioritise the topics, so you can 
develop a logical timeline. 

Action points
• Separate learning journeys into different hierarchies, depending on where people sit within 

the organisation. Learning journeys could (and probably should) look different for frontline 
staff, people managers and senior leadership. Creating learning journeys can help you meet 
different needs, which could be further tailored for those working in specific roles, such as 
recruitment, customer services or marketing.
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Case study 

Karen Sutor 
Learning & Organisational Development Business Partner, Shelter

Our anti-racism work started in 2020, when Shelter publicly declared its 
solidarity with the Black Lives Matter movement. Shelter is a social justice 
organisation, whose work is about dealing with inequality - not only for our 
service users but for everyone. We want all our 1,200 colleagues and 2,500 
volunteers to be engaged with this journey. Our anti-racism work sits within 

our wider equity, diversity and inclusion strategy. This programme is vital, and learning and 
organisational development plays a key part in that. 

Often in L&D we’re asked to find a simple solution that can be easily replicated, that quickly 
deals with the learning needs at hand. EDI is not a subject where you can take a ‘one size 
fits all’ approach though. Our main challenge was finding solutions for people at different 
stages in their learning journey. It meant being open to creating multiple solutions to match 
various needs.

To progress with this, we’re working very closely with our internal steering group. The group 
is effectively a dedicated resource on anti-racism, offering insights from both personal 
experiences and professional expertise. 

Survey 

Before creating any content, we undertook a staff survey aimed at understanding people’s 
experiences and feelings relating to EDI. It was the first of its kind at Shelter on this particular 
subject and helped us identify core EDI learning needs. This was done in collaboration with an 
external agency as we needed support from industry experts to ensure we were asking the 
right questions.

The survey was arranged into different categories, to gain feedback on everyday experiences, 
leadership, communications and marketing. What experiences did staff have, both in and 
outside of work? How did they make them feel and what was the impact? They were mainly 
sliding scale questions but some allowed for people to write free text.

The responses highlighted specific issues that were important to address within our learning 
content, such as how to deal with service users who are discriminatory towards our staff 
and others. 

Anti-racism dictionary

It became clear that confidence in using the right language was something that needed to 
be addressed. Many people were worried about saying the wrong thing and were unsure of 
what terms are acceptable and what aren’t. We created an anti-racism dictionary to address 
this and shared it across the organisation via our intranet and online learning platform. The 
dictionary includes definitions, additional guiding information and talking points. It’s been a 
success so far and we plan to develop it further to increase its impact. The next steps are 

https://www.shelter.org.uk/
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to turn it into a practical learning tool, where staff can talk about it, raise concerns, and ask 
questions about anything they don’t understand. In the future we see it sitting within an 
online EDI toolkit, supporting staff to have difficult conversations.

Pilot and develop

A test-and-learn approach has been key to cater for differing needs and to guide the learning 
programme. This has meant piloting workshops by a range of external providers and 
gaining feedback. Staff at all levels across the organisation have been part of the process, to 
understand what works best for different groups. This can create some interesting results and 
challenges. For example, one workshop that was delivered to two different groups received 
very different responses - the first positive and the second notably less so. What’s suitable 
for certain levels and roles, such as leadership or frontline staff, may not be suitable for others. 
The point is that testing is allowing us to discover what is working well, and what isn’t, before 
rolling anything out to the entire organisation. 

We’re continuing to pilot all learning content, testing it, getting feedback and improving as we 
go. We’re aiming to create comprehensive learning journeys with different options, based on 
a blended learning approach. That includes in-person workshops as well as a range of online 
resources, including eLearning and videos. 

Results

Success is measured in different ways, with engagement and pulse surveys, feedback forms, 
general observation and word of mouth all contributing, along with conversations with leaders 
to gauge how learning translates into action. 

The whole process takes time but with a subject like EDI it’s crucial we get it right. There are 
many stakeholders involved and people tend to want things to happen immediately. As a 
learning expert I have to manage those expectations, whilst ultimately ensuring that the right 
approach is taken.

We started this work in 2020 and it’s still very much in its infancy. We took huge steps in 
2021 but recognise there is still more to learn and we will continue working hard to accomplish 
our goals. Our executive leadership team and board of trustees are heavily engaged in creating 
our strategic vision that will take us forward on this journey.

Karen’s top tips
• Do research across your organisation to help understand your starting point

• Involve people with lived experience, whether colleagues or clients. This takes it from 
theory and concepts to real-life learning

• Create a variety of learning opportunities – a ‘one-size-fits-all’ approach won’t work as 
everyone may be at different stages in their learning journey

• Gather useful feedback, then act upon it
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1. Why should you partner?

Even for the most experienced L&D practitioner, creating and implementing a plan for EDI can 
seem tough. Collaborating with key people who can contribute to the process will help tackle 
at least two common challenges. 

  Subject matter expertise: EDI covers a wide range of topics and there are a variety of 
ways to approach learning content. This can be overwhelming and you may be unsure 
where to begin. It can really help to partner with people who have knowledge in this area, 
even if it’s just one particular aspect. They can make sense of topics and help you begin. 

  Tip: Be clear about the commitment that you’re asking potential partners for. A weekly 
or monthly meeting is a different commitment to a one off conversation to get you 
kickstarted, with follow-up feedback once the project has progressed. 

  Sensitivity: EDI contains topics that should be approached with sensitivity, such as 
racism and sexual harassment. Taking the wrong approach can cause offence, humiliation 
and even trigger personal trauma. Terms that were once deemed acceptable can also 
cause great offence if used today. Partnering with others provides opportunities to 
recognise these sensitivities, think them through and find an appropriate approach.

  Tip: Learning content should never include offensive words as an example of what not 
to say.

Partnering also gives everyone an opportunity to voluntarily share their experiences, which 
can deepen your understanding of why EDI matters. In turn, this can help you highlight key 
topics to cover and emphasise the importance of EDI within your organisation.

2. Who should you partner with?

Collaborate with anyone who has some EDI experience or knowledge and is willing to help. 
This could be a diversity and inclusion champion, EDI committee lead, members of employee 
resource groups or might simply be someone who has demonstrated a passion for the subject. 

If there still appear to be knowledge gaps, connect with EDI networks such as Race Equality 
Matters. EDI leads within other charitable organisations may also be willing to offer guidance. 
Members of the Charity Learning Consortium are great at supporting one another and sharing 
good practice! 

2.  A partnership  
approach to EDI 

https://www.raceequalitymatters.com/race-equality-network/
https://www.raceequalitymatters.com/race-equality-network/
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Tip: Connect with others at free EDI events or look for charity discounts. Some examples include:

Equality Leaders - regular virtual webinars and conferences covering different aspects of diversity.

Stonewall - an annual workplace equality conference.

3. Senior leadership support 

Cultural change starts at the top. Senior leaders should be leading by example, not just by 
posting statements that reinforce the importance of EDI but by making it a priority through 
their actions. Leaders that lack awareness can seriously undermine EDI efforts.

Engaging your leaders usually begins with presenting the business case, using any findings 
from your research. Once you have leadership buy-in, identify how they can contribute to the 
learning content by sharing: 
• Their own experiences and why EDI is important to them
• What they’ve discovered and learnt, including what books or other resources they’ve been 

using to further understand the subject
• Actions they plan to take

As things progress, it’s valuable to include tailored content for leadership so they also have a 
learning journey of their own. When senior leaders don’t support and champion EDI initiatives, 
it’s questionable whether any long-term impact can truly be made.

4. When should you partner?

Collaborate from the beginning and throughout each stage of planning and implementation. 
Regularly invite those you’re partnering with to share their ideas and provide feedback.

Tip: Ask your partners what collaborative tools they already use - whether that’s Zoom, Asana 
or Slack - and work with their preferences, not yours. 

https://equalityleaders.com/
https://www.stonewall.org.uk/
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Action points

  Planning: Find out what stakeholders are expecting EDI learning to consist of, what they 
hope to gain from it and what they hope it will achieve for the organisation overall.

  Designing: What resources and courses have learners seen or experienced already that 
you can build upon? Before delivery, pilot content to those who’ve contributed to the 
process. Listen to feedback and act upon it before rolling content out to the organisation. 

 Tip: Remember to always do a sensitivity check for design, language and tone.

  Delivering: Collect feedback from learners and keep iterating and evaluating its impact. 
Language within EDI is ever-evolving, so review content at least once a year to ensure 
you’re using the most up-to-date terminology. It’s also good to review for relevance - as 
the culture of the organisation evolves, so will learning needs.

Case study

Jacquelyn Udeh 
PR Manager and Chair of BELONG (Staff Diversity & Inclusion 
group), World Vision UK

At World Vision UK, we see EDI as a learning journey for our 230 staff - it’s 
not just training. It’s not as simple as a step-by-step ‘how to bake a cake’ 
recipe. It’s really about understanding the experiences of others - especially 
those who are marginalised - so we set up ‘listen and learn’ forums. 

In June and July 2020, we ran six sessions where the CEO and senior leadership team met 
with all of our Black, Asian and minority ethnic staff. Colleagues talked about things that 
happened outside of work as well as things that happened in work. It was an open forum 
where people could talk about whatever they wanted.

Listen and learn

From these listen and learn exercises, our leaders gained knowledge about the struggles 
people had growing up, as well as in their professional lives and within World Vision. This 
became the catalyst to adapt the organisation’s approach to EDI, rethinking strategy and 
amending action plans. It also meant that leaders needed to change their mindset, ultimately 
leading to a change in behaviour: with a better understanding of our people, leaders should be 
able to do things differently based on the information they now have.

We’ve found that open conversations are fundamental and should aim to include everybody, 
because people have all kinds of different experiences. The result is that barriers are being 
broken down. People feel more empowered to approach managers, peers and even senior 
leaders and the CEO when they meet a challenge or personal grievance that they feel is worth 
pointing out. Leaders are responding to that by seeing those moments as opportunities to 
learn – and in return, act to resolve the issue accordingly. We’ve seen a real change in the 
conversation, the ‘temperature’ is completely different from how it was prior to this work.

https://www.worldvision.org.uk/


Jacquelyn’s top tips 
• An individual’s experience should never be downplayed 

simply because it’s not understood. It’s important to 
learn from the experiences of others and ensure that 
they are in the room when action-based discussions are 
taking place and decisions are made

• Organisational leaders - not just the CEO, but directors, 
managers and especially line managers, etc - should get 
comfortable with having uncomfortable conversations

• Listen to staff across the organisation and stick to the 
facts, not your interpretation of them

• Make realistic action points after any discussions and a 
roadmap to get there. Ensure transparency throughout 
the process

©World Vision 13
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Although there may be value in stand-alone EDI resources and courses this shouldn’t be your 
only approach. This is important because:

• Staff should recognise that it’s their responsibility to work consistently to EDI principles and 
that it’s just part of doing a good job. EDI shouldn’t feel separate from other learning

• EDI shouldn’t be seen as extra work, or a fad project that people have been pressured to do. 
This will only lead to resistance and a reluctance to engage

• It’s not efficient or sustainable to have lots of different learning modules, particularly if you’re 
working solo or as part of a small team. Finding creative ways to get key messages across in 
existing content can be more realistic and less demanding   

• EDI should be integrated across everything - from joining to leaving an organisation - and 
be seen as the standard way of working and learning

3.  Embedding EDI  
into all learning
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Action points

Step one: Consider all the learning modules you already have within the organisation, from 
induction through to management training. Identify key opportunities for EDI principles to be 
embedded into them. 

Step two: Start by embedding EDI principles into any modules that focus on how 
people interact with others, such as customer service, sales, marketing, communications, 
recruitment or management. 

Tip: Co-opt other people to help you with this task. Even if you’re working solo, you can still 
create a team. Which staff or volunteers can you ‘borrow’?

Caution!

To embed EDI principles effectively, you may need to review current processes and ways 
of working to ensure they’re inclusive - and some may need to change. This will almost 
certainly mean partnering with people in relevant departments, to review and update 
processes and ensure that learning content reflects them. This can take time and you’ll 
need help, and you might need the support of an EDI professional or those who have 
demonstrated strong EDI knowledge.  

Tip: Connect EDI to your organisational values. If your organisation has values that strongly 
resonate with employees, this can be a solid foundation for EDI learning. Organisational 
values can be continually referenced across all kinds of learning content but it should be 
clear how employees can live them in practice, day-to-day, otherwise they’re just nice 
sounding words.

Case Study

Michelle Jackson 
Senior Equality Diversity and Inclusion Advisor, Shaw Trust

EDI learning at Shaw Trust is about ensuring that all of our 3,500 staff and 
~1,000 volunteers have an understanding of the lives of the people they work 
with and support. Rather than tackling EDI as a stand alone topic, we work to 
embed EDI principles into all of our existing L&D across the whole organisation.

One example is our management training, which includes modules on inclusive leadership. 
Delegates are asked to reflect on questions like: ‘The people that you support may have had 
these experiences (referencing a scenario/story) - how does that influence your approach?’ 
This generates rich conversations, where our managers start discussing practical ways to 
address EDI challenges through the way they work. For those in client-facing roles, you 
can facilitate similar discussions about their customers. The real impact is felt when these 
conversations continue outside of the workshop, in team meetings and the workplace. That’s 
when it translates into practical change. The goal is to ensure that all of our processes and 
procedures have EDI embedded in them. 

https://www.shawtrust.org.uk/
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A blended approach

With all learning we take a blended approach, which includes face-to-face workshops and 
events as well as eLearning and supplementary, online resources. In terms of the creation 
process, I run all content by our EDI Network Groups. This is effectively an equality impact 
assessment and their feedback and additional ideas are invaluable. This helps to ensure that 
the charity is on track to achieve its ambitious EDI targets. 

Employees can get involved in a range of staff network groups, which provide a safe space for 
them to share ideas, make suggestions and provide feedback on how the organisation’s plans 
are working and their impact. The groups include the Disabled Employee Network, Racial 
Equality Network and LGBTQ+ Network. These groups work really collaboratively, and help 
embed best practice within the organisation.

Results

We are in year one of our five year diversity and inclusion plan. There has been steady 
progress but this has accelerated in the last 18 months. Since introducing an integrated 
approach to EDI, we’ve seen some notable results:

• An increase in engagement across all aspects of diversity and inclusion 
We’re seeing a level of conversation that we’ve never seen before. For example, people have 
been sharing their own personal stories a lot more on our intranet. A trans colleague posted 
about undergoing transition and parents of LGBTQ+ children have shared their experiences. 
The stories have been well received with a lot of shares and ‘likes’

• Expanding the meaning of equity, diversity and inclusion 
No one speaks about the menopause, not even women! But when we looked at the number of 
women we have and the age demographic we thought, how can we not talk about something 
that impacts such a large number of our organisation’s population? In July 2021, I chaired a 
workshop on the subject and I was pleasantly surprised by how great the uptake was - more 
than 80 people attended. Prior to the rollout of our EDI learning programme we wouldn’t have 
been brave enough to run an event like this, but the engagement and desire is really there 

Some feedback from the event

“I think today is going to help me be a better friend, let alone manager.”

“I agree with that - this has highlighted how little I know about the menopause.”

“Me too.. a few tears of relief realising that I’m not crazy, unhinged or any of the other 
derogatory terms.”

“This session has been AMAZING!!! Thank you everyone who contributed.”

Menopause support

Following the menopause event we began to introduce practical support. We produced 
guidance for line managers on supporting women experiencing menopause symptoms. We also 
created a specific option for ‘menopause’ for staff absence in our HR database. It also prompted 
the creation of a menopause support group and a Women’s Network, which meet regularly. 
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The event and initiatives that followed were a collaborative effort between myself, HR and the 
health and wellbeing team but the impetus came from a colleague who had experienced severe 
menopause symptoms.

All of the work we’ve been doing towards our five year diversity and inclusion plan has 
resulted in Shaw Trust achieving the National Equality Standard in 2021. 

Michelle’s top tips 
• Don’t just outline the challenges, talk about the solutions - and make them real. In terms 

of EDI I’ve found that people ‘get it’ intellectually but often can’t see how it relates to their 
day-to-day work and interactions with others

• You need a central hub for online resources, but keep reminding people so that they 
know where to find that

• Your staff are your greatest asset. Ask them what you are doing well and the areas you 
need to improve on. Encourage them to share their experiences: it attributes value to 
them and their lives
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The most effective EDI learning content facilitates discussion and creates space for 
personal reflection. 

  Discussion encourages people to share their views, ask questions, challenge other 
people’s views and in turn be challenged. Opening up dialogue can reveal people’s 
knowledge gaps. It’s also a good way to see whether their beliefs align with your 
organisational values and EDI principles. A good facilitator can use discussions as a tool 
to directly address the needs of the group. 

	 	Reflection is important for any form of self-development and is critical for people to 
understand the responsibility they carry when it comes to EDI. Reflection is essential for a 
deeper sense of conviction to develop. Work environments don’t usually offer the luxury 
of taking time to pause - everyone is too busy ‘doing’. Workshops and other initiatives 
can provide a space for that pause, creating a moment for people to step back and 
evaluate the way they work. When it comes to concepts such as unconscious bias* and 
microaggressions, unless people have time to reflect on their own beliefs and behaviours 
it’s unlikely that anything will change.

4.  Designing  
EDI learning
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Five things to bear in mind when designing EDI learning

1. Go beyond a checklist of dos and don’ts

If you want people to understand the importance of EDI and adapt the way they work, that’s 
unlikely to happen just because they’ve been told to. Help people to understand why EDI is 
important rather than simply telling them what to do (or not). If your EDI learning consists of 
a list of ‘dos and don’ts’ this may have an effect on people’s behaviour, but the opportunity to 
challenge perspectives and get real buy-in will be missed. Ultimately, a tick-box approach is 
unlikely to lead to long lasting, cultural change.  

Tip: Give context to help people understand why EDI is important. Real-life stories can bring 
the subject to life, highlight how relevant and close to home it is for those in the room and 
spark meaningful debate. In-house webinars and live chats might be appropriate too, but no 
one should ever feel coerced into leading these. 

2. Appeal to hearts and minds

Challenging perceptions or ‘winning hearts and minds’ is often believed to be crucial to 
learning about EDI. Studies have shown that when people are reminded of the moral reasons 
behind doing something, they’re more likely to do it. Effective content can raise awareness, 
generate empathy and inspire people to action. The challenges that people face because of 
discrimination are very real and can have devastating consequences. Making this tangible can 
create a sense of empathy towards colleagues and clients.

Tip: Alongside statistics, use scenarios, case studies, video stories and real images. You’ll find a 
range of videos in the EDI series in the free Clear Lessons learning library that are useful for this. 

3. Create a learning journey

Only so much can be achieved through a one-off workshop or series of workshops and 
everyone can only retain a certain amount of information. Take people on a learning journey 
instead. View your content as a way to ‘kick start’ conversations that continue beyond the 
classroom, encourage people to keep learning and reflecting, engaging in EDI initiatives 
throughout the organisation - and even starting their own. 

Tip: Avoid running one off ‘firework’ events. Design learning with action points for before and 
after. Think about how you could encourage discussions to continue, for example with manager-
led groups or by running webinars and sharing relevant articles on work forums.

4. Look for your own bias and assumptions

People don’t fit neatly into different categories. There are multiple aspects of identity and 
background that overlap and impact how we experience the world. Try to recognise this in 
your own approach. For example, when depicting women, don’t default to women of a certain 
ethnicity or socio-economic background. There are experiences that most women can relate 
to, but there’s also a lot of nuance and diversity. The challenges of a woman who has anxiety, 
identifies as a lesbian and is a working mother might be notably different from other women. 

Tip: Before launching any new L&D initiative, pause and reflect on the design elements and 
ask others to double check for any bias. 

https://psycnet.apa.org/doiLanding?doi=10.1037%2Ftps0000044
https://watch.clearlessons.com/


20

5. Be aware of subliminal messaging

The Equality Act highlights nine protected characteristics*. In some organisations, conversations 
about diversity are limited to just one or two aspects, gender being the most common. If you’re 
going to focus on key aspects of diversity it’s important to communicate why - and how you 
intend to recognise others. If you don’t, you can insinuate that some aspects are more of a priority 
than others. This may well be the case within your organisation. For example, there may have 
been concerns raised about a lack of accessibility and you therefore want to focus on disability 
inclusion, but this shouldn’t be at the cost of other aspects of EDI.

Tip: When designing learning, reinforce the fact that diversity isn’t just about one thing, such as 
gender or ethnicity. Highlight the bigger message that inclusion is about everyone. 

Case Study

Jeremy Gautrey-Jones
Assistant Director Employee Experience, RSPCA

At RSPCA, we wanted to provide EDI learning content for all of our 1,300 
staff and almost 7,000 volunteers, to get everybody to a certain standard. 
We serve an incredibly diverse community and we wanted to make it clear 
what behaviours were expected and what was deemed unacceptable. We 
also needed people to be aware of our processes relating to bullying and 

harassment: Where do you go if you have a concern? Who can you speak to? This is just the 
starting point of a wider EDI plan. 

As we work with thousands of volunteers, logistically it isn’t feasible to put them all through 
an in-person training programme - so eLearning was a great solution. We had one eLearning 
module already that included EDI but it was just for some of our staff, there was nothing 
for the whole organisation. That particular training was also very dated. As a first step, we 
improved our existing content but longer term we wanted to design something that was a part 
of a wider learning programme for all staff and volunteers. 

Creating eLearning inhouse

We looked around for eLearning specifically in EDI and there was some quality content out 
there, but ultimately we decided to create our own. Designing our own eLearning meant 
that we could fit everything to our culture, reference our internal values and mission and had 
control of key messaging. For example, one off-the-peg module that we looked at suggested 
that employees should in the first instance go to an employment tribunal if encountering EDI-
related issues at work. We’d much prefer that they spoke to a colleague, their manager or HR 
to address the issue first.

We opened the eLearning with information about William Wilberforce, one of the founders 
of the RSPCA. He played a key role as a slavery abolitionist and is an important figure in the 
history of human rights and equality in Britain, so EDI is tied into the founding principles of the 
organisation. This was a crucial message to include. 

https://www.rspca.org.uk/
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Winning hearts and minds

We were particularly interested in winning hearts and minds, rather than sending a message 
about compliance or getting into trouble because of legislation. To help this, we created our 
own video of people sharing their own experiences and why EDI is so important to them. 
This included an interview with Chris Sherwood, the RSPCA’s CEO, and videos featuring 
colleagues from underrepresented backgrounds. The hope was to take the programme beyond 
just information sharing and create something more meaningful.

A few of the L&D team had professional experience in eLearning design and we had enough 
EDI experience within RSPCA to pull everything together ourselves. And we could always call 
on external EDI professionals for more subject matter expertise if we needed to.

Feedback and refinement

It took about five to six weeks to design a product that we were happy with. We got feedback 
from various people, including our CEO - who actually has EDI training experience. We also 
asked members of the HR team and some colleagues from underrepresented backgrounds. 
We then re-designed what we had created to incorporate their ideas.
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The new eLearning content now sits on the Moodle learning management system - provided 
by the Charity Learning Consortium - that we’ve branded My Learning Hive. It focuses on 
the reasons why we should be a diverse and inclusive employer. We talk about EDI being the 
‘right thing to do’ first, then talk about the law. 

We’ve included interactive questions throughout - so people can’t just skip through it - with a 
10-question test at the end. Learners need to truly pay attention and understand the subjects 
before they are signed off. This is mandatory for all staff and we’re aiming for 100% completion.

Results

Designing our own eLearning has been really valuable for us, and allowed us to:

• Ensure all staff and volunteers have a basic understanding of EDI principles, as they relate to 
RSPCA 

• Share the content with our branches - these are independent entities that use the RSPCA 
brand. They can use our eLearning module when onboarding and training their own staff 
and volunteers

• Give people the opportunity to work at their own pace and around their own schedule (to a 
deadline)

• Easily track engagement and completion rates within My Learning Hive

The eLearning has received positive feedback and is also having an impact. We recently 
introduced a new question comparing learner’s knowledge before and after completing the 
module and the responses typically show an increase in knowledge by the end. A lot of people 
have completed it early and it’s been rewarding to see staff working in very busy frontline roles 
prioritising it well ahead of the deadline.

Alongside this content we have a library of helpful resources on My Learning Hive. We want 
people to go there voluntarily, to deepen their learning. They’ll also be able to book onto in-
person EDI courses and events as we introduce them.

Andy Jasper’s top tips 
• Don’t just outline the challenges, talk about the solutions - and make them real. In terms 

of EDI I’ve found that people ‘get it’ intellectually but often can’t see how it relates to their 
day-to-day work and interactions with others

• You need a central hub for online resources, but keep reminding people so that they 
know where to find that

• Your staff are your greatest asset. Ask them what you are doing well and the areas you 
need to improve on. Encourage them to share their experiences: it attributes value to 
them and their lives

Andy Jasper
Employee Relations and Engagement Manager RSPCA
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L&D in EDI requires incredibly careful facilitation. You might use experienced staff alongside 
specialist external facilitators. Whatever approach you take, you want facilitators who are well-
skilled in managing difficult subjects and uncomfortable conversations.

Five things to remember when facilitating L&D in EDI

1. Create a safe space

An experienced trainer or facilitator should recognise the sensitivities around EDI and aim to 
create an emotional ‘safe space’, where people can be themselves and are not subjected to 
judgement. Those from marginalised or underrepresented groups are not always accepted 
when being themselves or expressing their views. 

A good facilitator should try and strike a balance between making people feel comfortable and 
able to fully participate, while also challenging their perspectives when not in line with EDI 
principles. Confrontational criticism can cause people to shut down, become defensive and 
withdraw from the learning process. Experienced facilitators should find non-confrontational 
ways to challenge people, but keep them engaged in the conversation. 

5. Facilitation 
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Tip: Start each workshop with an exercise to form a ‘contract’. This can help set the tone and 
create a safe emotional space. This might be in the form of an agreement or ground rules. This 
can be a collaborative process, with participants deciding what behaviours are encouraged 
and what’s not acceptable in the session. Ground rules might include: allowing each other 
to speak without interruption, speaking from your own experience without generalising, and 
respecting confidentiality - especially when people have shared personal experiences. 

2. Look after facilitators

Facilitating learning on EDI topics can be emotionally draining. Repeatedly talking about 
discrimination, harrassment, inequality, exclusion or microaggressions is challenging. They 
highlight things about our world that aren't easy to accept or talk about. Such interactions can 
have a negative impact on everyone. Facilitators are not immune. Managers may also feel ‘frozen’ 
by the fear of getting things wrong, or might experience what’s referred to as ‘diversity fatigue’, 
from having to manage the fear, frustration, anger and other emotions that result from this kind 
of work. This can take a toll on mental health, so it’s vital to think about this from the off-set. 
Consider: 

• How many workshops/discussions/events people will be delivering 

• What is an appropriate amount to deliver in a week/month/year

• Spacing out delivery to allow time for everyone to re-balance and refresh

Tip: Ensure there is support in place - someone actively checking-in with facilitators to find out 
how things are going and to talk to after a difficult session.   

3. Beware of dynamics that derail discussion 

People may be reluctant to speak up if they feel someone senior to them is going to judge 
them for it. Equally, leaders may feel under pressure to have all the right answers, say what 
they think people want to hear, or withdraw to avoid embarrassing themselves. Learning 
about EDI can be just as new for senior leaders as it is for entry-level employees - and you 
may find that your management team knows less about the subject than others. This can all 
get very tricky!

Tip: Separating managers from other staff can create room for more comfortable 
conversations for everyone. Beware of creating a ‘them and us’ situation though, or a feeling 
of preferential treatment. And it’s vital that after workshops and events everyone discusses 
what they have learnt.

4. Don’t force marginalised delegates into the spotlight

Employees from underrepresented groups can feel an extra level of discomfort. For example, if 
you’re the only person of colour in a workshop focused on racism, your colleagues may expect 
you to speak up. Never put an expectation on people to share their personal experiences - 
these can be traumatic, and reliving them can be re-traumatising. People who have experience 
of racism, sexism, ableism, homophobia, transphobia, etc are not necessarily experts on the 
subjects and shouldn’t be expected to provide advice or speak on behalf of a marginalised 
group. Even if it’s made clear that there is no expectation for individuals to share their 
experiences, being the ‘only one’ in the room can make for an uncomfortable environment. 
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Tips to avoid forcing people to share

• Make it clear that everyone in the room is there to learn
• Emphasise that sharing personal experiences, related to the topic, are optional
• If colleagues put another person on the spot, the facilitator should intervene and re-

emphasise that sharing is a personal choice
• Facilitators should thank people for sharing personal experiences, recognise their value, but 

re-emphasise that sharing isn’t compulsory
• It helps when content already includes relevant, real-life examples of what people 

commonly experience in relation to the topic. This removes the need for people to volunteer 
their own examples

• Consider inviting members of your organisation’s inclusion committee or employee 
network group, or similar. Employees may feel more comfortable attending events if those 
representatives are also present

5. Consider facilitation techniques for responding to emotional distress 

It’s common for participants to experience difficult emotions during EDI workshops, getting 
angry and/or bursting into tears. At these moments it’s useful for participants to take a pause. 
The facilitator can let the group know at the start that anyone who feels uncomfortable can step 
outside (or away from the virtual space), signalling to the facilitator if possible. They might also 
ask everyone to take a break. In virtual sessions, this might mean asking everyone to go on mute 
and turn off cameras for a few minutes. In person, this might mean leading a breathing exercise, 
or asking everyone to engage in silent reflection, or simply by taking a five-minute break. 

Warning! Facilitators should always take a zero-tolerance approach to offensive comments or 
abusive behaviour. Anyone being disrespectful should be asked to change their behaviour or 
leave. If multiple participants are not respectful of the sensitivity of the subject, it may be better 
to end the session. 
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Case study

Leanne Long 
Head of Culture and Capability, World Vision UK

In Autumn 2020, we introduced book circles at World Vision UK for those 
who want to dig deeper into a variety of EDI topics. We put forward the 
book title - the circle is then facilitated by one person and consists of three 
meetings. The aim is to create a safe space for colleagues to discuss the 
content in a relaxed, informal setting. We would usually focus on business 

titles, for example by authors Brené Brown and Patrick Lencioni, but we introduced Sway: 
Unravelling Unconscious Bias by Pragya Agarwal. We plan to expand this to some of the more 
hard-hitting EDI books such as Why I’m No Longer Talking to White People About Race by 
Reni Eddo Lodge.

Promising conversations

We’ve also poached a concept called Promising Conversations from our parent organisation. 
These are scripted conversations on a particular topic (not necessarily EDI), designed for 
managers to hold with their teams. There’s no need for the managers to be experts or have 
any prior knowledge. They’re given a guide to support them, which includes an introduction 
to the topic and a script to lead the discussion. This is enough for anyone with only a little 
background knowledge in the subject to facilitate a meaningful conversation in a safe space. 
We aim to kick start our EDI promising conversations before the end of 2021 and the hope is 
that they’ll be ongoing. 

We’ve received lots of positive feedback about our EDI learning initiatives and the work of our 
diversity and inclusion group, BELONG. Here’s what one of our colleagues shared with us:

“I've heard so many people say over the years that it's great to work somewhere where you 
can take your whole self to work... it would be great if this conversation carries on and helps 
more people than ever to feel that.”

Leanne’s top tips
• Learning about EDI is a growth journey for individuals, not something you can offer a 

one-off vaccination for!

• Different roles in the organisation need different levels of input and knowledge

• Focus on inclusive workplace behaviours, not trying to change (or demonise) a 
person’s personal views

https://www.worldvision.org.uk/
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With any form of learning, it’s crucial to measure the outcome and impact. It’s not enough to 
sit back and assume that your programme is leading to desired change. Think about what 
you’re measuring though, and the information that it gives you. Attendance is not the same 
as results. Andrew Jacobs, in The little book of Performance Consulting, helpfully explains 
the distinction between:

Input data: Numbers attending courses; time spent on eLearning
Output data: Test and assessment scores; eLearning completions
Outcome data: Employee engagement scores; wellbeing (sickness and grievances) 
Impact data: Performance and turnover data, financial cost 

Input data may help to give context, and output data may build on that, but evaluating outcome 
and impact will tell you whether your learning programme is really making a difference. 

Tip: Everyone’s time is limited, so before you start collecting data, be clear what you’re 
planning to do with it. How are you going to use it? Prioritise measuring what will give you 
the most useful and meaningful information. Data from evaluating outcome and impact, for 
example, can help to secure leadership buy-in and demonstrate that resources being spent on 
EDI are worth it. Measuring this kind of cultural change can be tricky but isn’t impossible. 

6. Evaluation 

https://charitylearning.org/little-books-entry/
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1. Evaluating output 

Collecting participant feedback in surveys - or happy sheets - at the end of a session or 
programme may give some insight into how effective the content was. This kind of output data 
is based on feelings and impressions and doesn’t confirm behaviour change, either now or 
long term, but it’s a start. You might ask participants if they:

• Feel their knowledge has improved 

• Are more confident speaking about EDI concepts

• Think they’ll be more likely to challenge something that isn’t right 

Tip: If you’re going to ask these sorts of questions, check to see if anything has changed in 
three or six months’ time. 

2. Evaluating outcome 

Employee engagement surveys

If you have an employee engagement survey coming up, introduce EDI-related questions to 
that. Alternatively, carry out a specific EDI pulse survey. These can uncover things such as: 

• The barriers - or perceived barriers - that people face within your organisation
• If people know what is expected of them regarding EDI
• How people feel about reporting issues 
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Asking the same questions again in six or 12-months time will allow you to compare findings 
to see if things have changed since introducing initiatives. Bear in mind that these indicators are 
rarely solely about learning. They tend to reflect the broader organisational culture and approach 
to EDI that includes things like communication and employee engagement.

Tip: Filter the responses for different groups. For example: What did female employees say? This 
is important because people from underrepresented groups are most likely to feel excluded. This 
nuance can sometimes get lost where there’s no indication of who has responded. On face value, 
results might look positive but dig deeper and this might be just the majority feeling.

Focus groups

As with surveys, focus groups can be just about EDI, or EDI can be included in a broader 
discussion. It's more challenging to make direct comparisons between focus group data but 
they can still provide useful indications about what people understand about EDI principles, 
what challenges exist for them and how they’re likely to behave. If there are specific issues 
that are raised in focus groups, particularly after rolling out an EDI learning programme, that 
may also highlight that more work needs to be done.

Issue and complaint reporting

The caveat with looking at issues and complaints is that employees may begin reporting more 
concerns after having gone through EDI learning. This may be because they’ve become more 
aware of what inappropriate behaviour looks like, feel more empowered to speak out, and/or 
because they now understand the reporting process. 

Tip: Categorise issues and complaints based on their nature, for example, do they relate to 
sexism, homophobia, ableism or racism? Categorising and monitoring complaints like this 
can be very telling. Importantly, how have these complaints been resolved? What you’d 
hope to see over time is fewer complaints altogether and less that relate specifically to EDI. 
Those responsible for handling EDI complaints should also hopefully feel more confident 
resolving these issues. 

3. Evaluating impact

Monitoring the diversity of staff

Organisations that want a more diverse workforce may monitor the gender, ethnicity, sexual 
orientation, gender/trans identity and disability status of their staff, managers and senior 
executives, alongside other factors such as pay gaps. This data can then be compared to the 
demographics in wider society. For example, around 40% of people living in London can be 
described as Black, Asian, minority ethnic or people of colour. This sort of context can be really 
useful. Many organisations also seek to go beyond local demographics to avoid tokenism.

Warning! Staff diversity isn’t a direct result of EDI learning programmes alone. What is likely 
to change diversity is reviewing the organisation’s processes for recruitment, promotion and 
remuneration, and amending them to reduce bias and remove the barriers that people face 
based on their characteristics or background. If an organisation hasn’t taken these steps, it’s 
unlikely that employee diversity will increase and it’s unrealistic to think that L&D in EDI alone 
could change that. This is why it’s so vital to weave EDI principles across all aspects of the 
organisation to impact ways of working. And you may also need to create specific learning 
content to address organisational priorities such as inclusive recruitment.
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Case study

Rachel	Winfield,	
Learning and Engagement Manager, Leeds University Union

Inclusion at Leeds University Union (LUU) isn’t driven by an L&D strategy 
- an inclusion strategy is the driver instead, with lots of L&D within that. 
Since January 2021, we’ve been using eLearning to support some of the 
conversations that we’re having, which has been really valuable when working 
in a hybrid way. We have five mandatory EDI courses - we introduce one 
every two months for our 500 staff. 

eLearning - then discussion

Everyone does a piece of eLearning in their own time, and then comes together as a team, 
virtually or in person. The team lead then facilitates a reflective conversation based around 
the recent module. Once all staff have done the five courses we will add to the collection, 
branching out to other areas of diversity.

The discussion includes questions like: 

• What have you learned that you didn’t know before? 

• What do you want to look at further? (Part of our learning strategy encourages self-learning)

• What behaviours can you change? 

• What behaviours can your team change?

• What can you challenge our organisation to change? 

Results

We really want these conversations to drive changes in personal behaviour and what we do 
as an organisation. Afterwards, the team lead reports back to me about what they’re going 
to do next and what’s been added to the teams’ learning objectives. Suggestions for what 
changes they want to see in the organisation also get added to the inclusive action plan.

We publish these actions on our intranet and feature them in our weekly communications. 
This helps to share great ideas and also hold teams to account. We also highlight actions to 
our senior leaders and managers, so they know what their teams have said. This keeps the 
conversation going at all levels. 

In our most recent annual performance cycle - which started in August 2021 - we introduced 
EDI objectives for our one to ones. This is a huge victory for us - previously, we were chasing 
teams to add inclusion initiatives and learning to their agendas. Now it’s being driven by 
our Senior Leadership team, and this means that everyone has permission to use their time 
contributing to this work. All of our staff have four objectives to work towards each year 
and now we’ve included: Support LUU diversity inclusion and anti-racism at work. That’s 
now in everybody’s objectives, along with key performance indicators (KPIs) to aid progress. 

https://www.luu.org.uk/
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Team leads can ask: 

• How will you meet this objective?
• Are there any barriers?
• What have you achieved so far?

Through doing this we can track, to some extent, the progress that each employee is making 
on their journey.

Measuring change

We have a pulse survey that goes out every two months asking four questions. One of the 
questions focuses on inclusion, with a free textbox for more detailed feedback:

 How strongly do you agree with the statement: ‘I feel that LUU is an inclusive place to work’?

In order to preserve anonymity, we only ask respondents to tell us what team they’re in and 
what tier (using drop down lists). We don’t share the raw data with anyone else, and only two 
people have access to it. 

We use the results of each survey question as a KPI for every team. Team leaders are sent 
a summary report of what their team said along with the scores. They then respond with 
commentary about what they’re going to do to address any concerns. And if there weren’t 
many responses from their team, they’re expected to comment on how they’ll encourage more 
responses next time! We really put the onus on our managers. 

All of the reports are then sent to our senior managers and they’re asked what they plan to 
do in response. Ultimately, they’re responsible for all of the teams. We want to hold everyone 
accountable on all levels. 

The survey feedback has been really insightful and the results for this question have gone 
from strength to strength. The last time we ran it, which was in September 2021, 93% of staff 
agreed that LUU is an inclusive place to work. That has come a long way from 56% when we 
started only a year ago in October 2020.

Rachel’s top tips
• Provide a toolkit for staff members, so that anyone missing team workshops can 

complete a set of reflective questions and submit their answers, so they’re not left out

• The best surveys include free textboxes. This is where you start to get a sense of what 
really matters to staff; why they may not feel included and the things that make them 
uncomfortable. This highlights where to focus your attention.
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Summary 

Getting EDI right isn’t easy, it requires planning and strategy as well as a lot of trial and error. 
I don’t know any organisation that has 100% figured this all out. But we do know that one-hit 
interventions (no matter how good) are unlikely to result in shifting culture or long-term impact. 

From the start, have a vision in mind and think carefully about what you want to achieve and 
how you’re going to do that. It’s very challenging to do this alone, and there are ways to find 
help along the journey. 

Success doesn’t mean that you have to reinvent the wheel. Sometimes it’s just about being 
resourceful and thinking differently about what you already have, embedding EDI principles 
in such a way that keeps the conversation going. L&D in EDI requires thoughtful design and 
careful facilitation, keeping this in mind will surely make any learning programme impactful. 

Finally, don’t put in all the hard work without setting up ways to measure progress. There isn’t 
necessarily an end point to promoting EDI but it’s invaluable to know how things are shifting. 
Data can help you see the progress that you are making and influence what you do next.



33

Additional information  
and resources

Sample survey questions

• How confident are you at having conversations about EDI at work?

• How would you rate your knowledge and understanding of workplace EDI?

• Which of the following topics are you familiar with? A drop-down list could include: our EDI 
policies, the Equality Act, unconscious bias, how to be inclusive at work, inclusive leadership, 
disability awareness, etc

• What workplace EDI initiatives are you aware of? This could include a drop-down list of all 
internal EDI initiatives

• Which workplace EDI initiatives have you supported or engaged with?

• Have you ever experienced or witnessed any of the following at work? A drop-down list 
could include: racism, sexism, ableism, xenophobia, ageism, HBT (homosexual, bisexual, 
transgender) or other (please specify)

• How likely would you be to report the incident if you experienced/witnessed any of the above?

Understanding unconscious bias training

A lot of organisations introduced unconscious bias training in an attempt to increase diversity 
and/or create an inclusive culture. But recent research reveals that this training may not be 
effective. As a result, charities spending time and money on this type of training have received 
bad press. 

Unconscious bias workshops do still have their place - with some provisos: 

• A one-off workshop isn’t enough to change the culture of an organisation

• Unconscious bias is just one topic within EDI learning - there’s far more to understand

• Research demonstrates that it’s possible for a person to remodel their biases. However, this 
means making lifestyle changes and committing to them over a long period of time. There’s 
no quick fix

What we should expect from unconscious bias workshops is that they can:

• Raise awareness that unconscious bias exists and highlight the impact it can have

• Provide tools to help people understand their own unconscious biases

• Highlight procedure changes needed, that can prevent bias from affecting decision making

https://www.gov.uk/government/publications/unconscious-bias-and-diversity-training-what-the-evidence-says
https://onlinelibrary.wiley.com/doi/abs/10.1111/spc3.12023
https://psycnet.apa.org/record/2015-55525-009
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An unconscious bias workshop on its own isn’t going to solve EDI challenges. Highlighting 
unconscious bias as part of a wider, thought-out programme can be helpful though if 
people then recognise the importance of reflecting on their decision making, behaviours and 
perspectives. You may be a good person but this doesn’t mean you don’t have biases - we 
all do and they’re shaped by a range of personal and societal influences. These biases can 
often be in direct contradiction with who we consciously believe ourselves to be. If we’re not 
aware of the impact that unconscious bias has, we’re less likely to address it. Being aware of 
this type of bias means we can also introduce new ways of doing things in order to prevent 
bias from showing up, for example using anonymised job applications.

The two articles below highlight these points further:

https://www.bcg.com/publications/2019/fixing-the-flawed-approach-to-diversity 

https://www.theguardian.com/uk-news/2018/dec/02/unconscious-bias-what-is-it-and-can-
it-be-eliminated 

The nine protected characteristics

1. Age

2. Disability

3. Ethnicity/race

4. Gender reassignment

5. Marital status

6. Pregnancy

7. Religion

8. Sex

9. Sexual orientation

Topics to consider including in your L&D plan for EDI 

• Anti-discrimination, bullying and 
harassment

• Unconscious bias

• Inclusive practice 

• Inclusive leadership

• Disability awareness

• Anti-racism

• Gender equality 

• Neurodiversity

• LGBTQ+ inclusion 

• Mental health and wellbeing

• Social mobility

• Understanding the protected characteristics 
outlined in the Equality Act 2010

Survey: How inclusive are you as a leader?

Members of the Charity Learning Consortium have the opportunity to enter a free survey 
created by Elev-8. This evaluates the 10 things you can do as a leader to create a climate 
where people feel fully included, valued and safe within your organisation. The survey can 
help provide a sense of both how you lead and how included people feel when working with 
you. You’ll receive a full report upon completing the survey, with interesting insights to reflect 
on and improve your leadership. Email info@charitylearning.org to find out more.

https://www.bcg.com/publications/2019/fixing-the-flawed-approach-to-diversity
https://www.theguardian.com/uk-news/2018/dec/02/unconscious-bias-what-is-it-and-can-it-be-eliminated
https://www.theguardian.com/uk-news/2018/dec/02/unconscious-bias-what-is-it-and-can-it-be-eliminated
mailto:mailto:info%40charitylearning.org?subject=
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intersectional approach to workplace inclusion. As a man who is racialised as Black and identifies 
as gay, Nathan uses his personal experiences to shape his work.  

betheriot.com

About Clear Lessons

The Clear Lessons free video learning library contains a whole series dedicated to EDI. The 
free series of videos includes EDI experts talking about organisational strategies, to help inform 
L&D practitioners. This includes topics such as:

• Disability barriers

• Eradicating racism

• Hiring in an inclusive way

• Dealing with EDI-based conflict in the workplace

Alongside videos that focus on EDI strategy, the series includes interviews with people who 
have encountered microagressions and discrimination. Their personal experiences offer 
valuable insights into ways in which situations could have been handled better. 

The videos can be used as part of blended learning programmes, to highlight specific issues 
and kick start discussion. They appeal to hearts and minds - helping people develop empathy 
and understanding from learning about others’ experiences - and include ideas for resolution 
to help change people’s behaviour. 

watch.clearlessons.com 

Credits

https://www.linkedin.com/company/betheriot
https://www.betheriot.com/
https://blkoutuk.com/about/
https://watch.clearlessons.com/
https://watch.clearlessons.com/
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About the Charity Learning Consortium

The Charity Learning Consortium provides a suite of eLearning, a Moodle learning 
management system (LMS) and a vibrant community for members to connect and share good 
practice. You also get a whole host of other goodies as part of an annual subscription.

Hundreds of charitable organisations benefit from collaborating with us. Bringing them 
together enables the Consortium to offer cost-effective, quality eLearning to more than a 
million people across the UK. We’ve also worked with our members to design some unique 
functionality for the LMS we provide, which we’ve called RoadMap.

Our collaborative approach paves the way for eLearning success, with ongoing support, 
fantastic networking opportunities, relevant workshops, and an inspirational Charity Learning 
Conference & Awards. 

Charitylearning.org 
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