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Introduction

It shouldn’t matter whether you’re black, white, brown, or any colour in 
between. Race, gender, religion, or sexuality shouldn’t be a barrier to 
getting on in life and getting the chances you deserve. 

In a Utopia, equality is our every day; it isn’t something which has to be 
considered or thought about because it’s the usual way of doing things. 

People’s race, beliefs, gender preference should never define who  
they are or what they can do. 

But bias, whether conscious or unconscious, stalks our workplaces and 
societies. It affects the decisions businesses make, and the opportunities 
people of colour are offered and the chances they are given.

It really shouldn’t have taken the death of George Floyd and the  
Black Lives Matter movement to get race and racism back in the  
spotlight, to get people talking about it again and to ask themselves  
what more they could do to tackle racism wherever they see it.

We’re a long way from a Utopia. So, talking about it, taking action,  
calling it out, educating ourselves and others, doing everything we  
can to stop the prejudice and bias towards one group over another  
has to be our driving force. 

But just how can the subject be sensitively and effectively broached  
and discussed in the workplace?

Hosted by our Internal Communications Director Carly Murray, guests  
at a special edition of Barn to Boardroom had the chance to explore  
how to do just that. 

Race and equality in the workplace is such an important issue. 
But it really shouldn’t be an issue at all.



Introduction

The conversation was a chance for our guests to ask the difficult questions and to hear at times what were some painful truths. 

Whatever we do and however we do it, we need to talk about race right now and keep the conversation going. 

As Uzma so wonderfully put it; “I spoke to my father about it, and I discovered we shared the same strategy at work.  
We blend in, we don’t rock the boat, and we keep playing by the majority rules. 

“The conversation I had with him about his work and how he coped for more than 40 years was humbling and made me  
realise I need to keep talking about race and we need allies who can champion the cause of equality at work.”

Kate Isichei 
Global Internal Comms Consultant

Uzma Mohamedali 
Change & Communications Expert

Richard Etienne 
Deputy Head of Internal Communications &  
BAME network Co-Chair at the Department of Trade

It was all thanks to fascinating and often moving insight from  
our brilliant panel of experienced communications professionals.



Introduction

A pre-session poll revealed that while it’s a conversation we all want to either carry on or tentatively start we all need to educate ourselves 
about the issue, to learn more so we can do more.

We asked our delegates where they were currently at when it came to talking about race in the workplace.

A pre-session poll

Tentatively started

Educating myself  
about it first

Trying to get the  
support needed

Well into it

Now focused on 
keeping it going

29%

37%

15%

5%

14%

The majority were either educating 
themselves more first or they had  
tentatively started.

So here are the panel’s expert views 
on how to create a safe space for those 
conversations to start, why we need to  
keep race on the agenda and how we can 
all be an ally to the cause, whoever we are.



Talking about race - how to start

Firstly, we should be thinking about what’s stopping us from having the 
conversations in the first place.

“Diversity makes good business sense, and yet it’s not treated as a key 
business issue which affects the bottom line,” Uzma said.

“Leaders theoretically understand the positive impact of D&I on innovation 
and creativity but in the same breath say they are ‘colour-blind’; they say 
they are not biased, that they embrace diversity and change. 

“But how can they fix something they just can’t see? The common narrative 
is about focusing on an organisation’s similarities, not its differences and 
that ‘working hard’ is all that matters. 

“But the reality is that racial groups and ethnic minority groups are 
frequently treated differently. We are often overlooked. We don’t have 
equal access to opportunities, to promotions. We don’t get the stretch 
assignments or speaking roles, or don’t get someone advocating for us. 

“The unseen story is work hard, and you’ll get on. It’s so effective it doesn’t 
motivate organisations to do anything about the differences and inequalities 
in their workplaces.”

Starting the conversation is about shifting mindsets, and that begins with all of us.

Just how do you start talking about race when it’s such a sensitive issue and when it’s  
a conversation so many people are terrified of starting for fear of getting it all wrong? 

How to start talking about race – Uzma’s tips

1 Recognise there is a problem  
– interrogate reality and try and paint a picture of what’s happening. 
Ask yourself what your role is in this and own it. If you don’t like what 
you see, listen, and talk to people, commit to a journey of change, 
listen to people and educate others.

2 Leverage Leaders  
– some of them will be advocates for change. They may have even 
been on a similar journey. Reach out to them - they can be your allies, 
so give them their share of voice in your communications about race.

3 Collaborate with networks  
– ask your D&I, Multicultural, or BAME networks for advice, 
collaborate with them and test your solutions with them. 

4 Design for dialogue  
– make your forums and channels all about dialogue. It’s not a win/
lose debate. You need productive and honest insight into the issues 
affecting people.



Talking about race - how to start

“Don’t come at it like you 
have a solution already, but 
try and create an open forum, 
a safe space. That word 
‘space’ is so important. It’s a 
place where you can have an 
honest conversation about 
race in the workplace. I’ve 
been in many meetings when 
the agenda is already set, the 
leadership team have already 
decided what they want the 
meeting to be and what they 
want the outcomes to be. 
That approach certainly won’t 
work.”

“One size doesn’t fit all – 
categorising everyone in one 
BAME group, a term I don’t 
like, means certain voices 

won’t be heard, and you won’t 
have the conversations that 
need to be had. People will 
be coming at it from a sexual 
orientation, D&I or country 
perspective. You need to allow 
for the idea of being black 
as being a particular subject 
matter to be discussed. I’ve 
seen ‘blackness’ added to 
discussions about sexual 
orientation or religion, and 
that’s not fair. It will lead to 
separate groups forming 
outside your organisation. 
Make sure there are no set 
rules for your meetings, allow 
for natural conversations. 
They will be raw and 
uncomfortable and not always 
particularly enjoyable.

“Remember, it can be 
painful for people to relay 
what they’ve been through. 
I’ve told people many times 
what’s wrong and people 
will relive their trauma, you 
must bear that in mind. The 
black people in the room 
might not want to share, 
so don’t rush or police the 
conversation. It’s not a typical 
corporate meeting. Follow up 
with a more formal meeting 
and follow up quickly so 
that concerns raised are 
addressed.”  
“It really is about creating that 
safe space,” Richard said, “a 
lot of your black colleagues 
and Asian colleagues are 
going through pain right now, 

so come from a place of 
empathy and understanding. 
It might be easier to start the 
conversation at a local level 
then expand it out to wider 
teams.”

Do some research and  
gain some understanding.  
“We’re very capable of 
researching everyday things 
like travel – you’ll buy a travel 
guide or search online. So, 
research this, find out what 
the right terminology is and 
the right way to come at the 
conversations.”

Listen – to your black and 
Asian colleagues. Be an 
advocate for their suggested 
changes as an ally. Don’t limit 
your understanding to what’s 
said about race and diversity 
at Town Halls or formal 
organisational meetings. 
Actively listen, don’t minute or 
record meetings, allow people 
to be open and feel free. 
Get it right, and your BAME 
colleagues will be advocates 
for your business.

Create a safe space

“You have to be ready to have the conversation and to have an understanding there is a problem already and that it needs 
to be addressed,” Kate said.



“This is the analogy I use; imagine for a moment my house is on fire, it’s 
ablaze, and I can’t put it out myself. A white fireman arrives and says, ‘we 
didn’t start the fire our ancestors did, tell us how we can put it out as you’ve 
been dealing with it for so long’. 

“‘However, I do not have the equipment to handle a blaze this large – you 
have the fire truck so you can help us’, but they choose not to. Next day 
a family drives by our burnt-out house says ‘that’s unfortunate, someone 
should help them’ but just keeps on driving.

“We’re tired, and our house is continuously being burned down. It’s 
important that our white allies speak up and speak first. As the oppressed, 
we cannot fight the systemic racial structures that keep us oppressed. Our 
allies need to act first.”

“Politics, sexuality, religion; these are all subjects people would rather talk 
about than race,” Uzma said. “Tough talk is scary; there are no clear-cut 
answers. If you are a white leader, you may feel that you need to toe the 
company’s line on diversity. You may be unprepared to acknowledge your 
privilege, and you may genuinely not understand what the problem is.

“The conversation takes courage; it’s raw and emotional for everyone. It’s 
why some people shy away from what could be life-changing conversations. 
But I believe that you can learn the skills to have them.”

How should we talk about race?

“We were all in pain after George Floyd’s murder,” said Richard

How to start talking about race 

1 State your goal 
– Be transparent about your intentions around your objectives, says 
Uzma. Take the time to explain to the concerned why you want to do 
this. In your enthusiasm for change don’t just grab a person of colour 
on their way to a meeting or tack the subject onto a call. Remember, 
not every person of colour will feel, or think the same way.

2 Focus on impact rather than intent  
– Think about how the person of colour person in front of you will feel 
if you say what you want to say, rather than think to yourself “I’ve got 
honest intentions, I must express this! “Step into that person’s shoes 
and challenge yourself to see the world from their perspective.

3 Be open to learning  
– “We are all experts in our own lived experiences” said a wise 
person. Build in time for reflection in discussions. Too often, people 
come to meetings about race or bias because they are interested but 
are unaware that they are accountable for making change happen. 
Ask: “how they will create the space to support others speaking up?”



How should we talk about race?

“Consider what your organisation is like, we’re not all Nike, Google or Ben and Jerry’s,” Kate said.

“If your organisation is quite formal, don’t try and be something you’re not. Be authentic; otherwise, it will just come across as being 
disingenuous. 

“The conversation will shape the experience; if they are bad, you must acknowledge that, take it on board and own it. If your 
environment is not receptive to change, is it ready for these conversations? It might not always be possible to change; the seed of 
change has to be there, don’t damage your own wellbeing to make it happen. You might need to move on.

“Allow the voices in the room to dictate the conversation, try and allow them to create the context. I don’t agree that we should 
state our intentions – a raw and honest conversation needs to be had before any agendas are set, for me, it’s about understanding 
people’s experience and how they feel about it.”

“We’re not all like Ben and Jerry’s.”



It has to be ongoing, has to be part of the fabric of your organisation.

“Have that initial raw conversation where things will be difficult and 
messy and then follow it up,” advised Kate.

“Get them in the dairy, and don’t allow them to fall by the wayside or 
just become the things that are nice to have rather than must-have.  
It can’t be dismissed ‘as just another’ D&I thing.

“It’s easy for it to be forgotten when businesses are busy and when there 
are lots of priorities to think about, but this is business,” Kate added.

“Remember, organisations that are open and receptive to having a 
diverse environment do better from a revenue and a brand perspective. 
All we’re doing is moving the business in the right direction.

“Leadership has to be behind it, drive the planning, and the actions,  
just talk about it regularly. Advocate for black people, put their names 
on the map. Speak the truth, speak about black people, blackness and 
what you are doing to help black people.

“Make sure it’s on the agenda, download the outcomes and feed them 
back to the top table and ensure they get followed up on so it can’t be 
allowed to fall by the wayside and is seen as a priority.”

Let’s keep the conversation going

Of course, having a one-off conversation or a week focusing on race isn’t 
going to be enough to sow the seeds of change.

Make some pledges… 

Race and talking about race should influence company policies,  
Richard said.

“We have created a manifesto within my department which has gone to 
our Executive Committee with pledges which have to be honoured as 
part of the policy; they are part of managers’ personal objectives allowing 
their teams to hold them to account if they are not met.

“You can keep the conversation going by being an active ally  
– if you’re a white colleague sitting in a room in a meeting with  
other white people and someone says something racist, ask a  
series of questions such as asking them to repeat it or asking  
them what they meant by that comment.

“Call it out and identify it as the microaggression it is and then educate them.

“I remember my father telling me how I should conduct myself 
especially with the police around racism, so as a white ally have those 
conversations about racism so that people can understand how the 
world looks like and how we can change it.”



“I think as mass media coverage of the BLM protests wanes, people not 
directly affected by it will start turning their attentions to other pressing 
business matters such as COVID-19 or Brexit, Uzma said. But for people of 
colour, it’s important to recognize that it’s an issue that never goes away. 

“However much we hope that there won’t be another George Floyd incident, 
it will happen again. And when it does, it will cause anger and outrage, and 
employees will look to their employers for answers.

“Who will be tasked with formulating and providing those answers? It will be 
you; it will be internal comms, engagement, and HR. If there’s a developing 
level of self-awareness in your business between now and then, it means 
you can avoid “token gestures” and meaningless PR.

“These gestures are often band-aid solutions and don’t reflect true change. 
Black squares on social media raise awareness, but they need to be part of 
a more robust strategy.”

“As internal communicators, you know we need to avoid peaks and troughs 
in any business change. Race is no exception.

“We can’t predict when everyone will feel enflamed by race issues again, 
so we need to keep a constant drumbeat going to support the interventions 
that are being planned and are happening now. Does unconscious bias 
training really create the benefits organisations think it does? With race,  
we need a two way, a multiway dialogue in designed safe spaces. 
Classroom style, self-learning doesn’t help people uncover the biases  
and prejudices they never knew they had. It’s coaching conversations  
which do that,” Uzma added.

“Use your former employees and alumni. The latter can reflect and 
comment on whether race played a part in their departure; it can also shine 
a light on whether you have an adequate succession plan for people of 
colour. 

“There is no quick fix; it’s about shifting mindsets and will take energy  
and commitment.”

Let’s keep the conversation going

Keep the drumbeat goingKeeping the conversation  
going is challenging



Q&As

Q  If BAME isn’t a useful term what terminology should 
we use when talking about colleagues of colour?

A “It could be as simple as asking someone what they identify 
as. My identity has been a bit lost. I identified as black British, but 
then I found out about my Dominican roots, my heritage is there. 
My experience as a black man is different from my Thai friends for 
example, so just ask” – Richard

A “Personally, I don’t mind being called ‘BAME’ because we share 
common difficulties and these need to be talked about. However, 
we’re not a monolithic group. There are variations of identity and 
culture within the terminology that need to be recognized”- Uzma

A “It has to be an individual decision, but I like the term black and 
people of colour. Black is a word people are afraid to utter because it 
speaks of so much pain and trauma. But it describes a group of people 
who have a grievance currently. We’re not Asian; we’re black with a 
particular lived experience that needs to be acknowledged – Kate

Thoughts from our delegates on the use of 
the term BAME

‘Black colleagues = Black colleagues. Asian colleagues 
= Asian colleagues. What is a minority ethnic? Nobody 
knows but if you are talking about another specific group 
then I would say that but calling Black Lives Matter a 
BAME initiative is unhelpful.’

‘I don’t like the term people of colour - that’s my personal 
view. As a British Pakistani I want to be referred to as 
Asian so yes better to ask. I’m OK with BAME - BUT it 
only references colour and I think culture is also a big 
factor to prejudice and difference.’

‘It’s very interesting - we’ve been conducting a survey to 
understand people’s preferences but the consensus is 
say what you mean - don’t use BAME if you mean black 
or you’re using it as an excuse to not engage with the 
real issues.’



Q&As

Q  Is it possible to articulate the specific problems racism causes in 
terms of peoples’ working lives and long-term career prospects?

A “It prevents someone like me bringing my whole self to work. I feel I have to dial down parts of me or hide parts 
of me. The weekend after George Floyd’s death, I was in a meeting, and everyone was saying they had good 
weekends, a black colleague said she had an awful weekend and had spent it crying. She left a pause, nobody said 
anything, nobody picked it up” – Richard

A “When I facilitated discussions on people’s experience of microaggressions, it was enlightening. I predicted 
that people of colour would have said that they felt “uncomfortable” and that they don’t put themselves forward 
and volunteer for projects. But actually, it made them feel invisible at work, and isolated. As a result, they don’t 
feel comfortable about sharing their expertise, sharing their knowledge. It was shocking to hear this, especially in 
organisations that say they want ALL their employee voices to be heard” - Uzma

A “There’s nothing micro about microaggression. For the person who experiences it it’s like a death by 1,000 cuts, tiny 
incisions in you over weeks and months, before long you’ve got a nasty wound. I’ve been called aggressive, too strong, 
too ambitious (and women aren’t allowed to be ambitious) and I’ve been called bossy. All of which is almost certainly 
related to my blackness. It can be daily so you can imagine the impact – it’s about feelings, the impact it can have on 
mental health. It can cause depression. Do you really want people feeling like that in your organisation?” – Kate



Q&As

Q  What is the impact of tokenism?

A “Uzma shared her story with me about how she was always asked to be in photoshoots, so the company would appear to be more 
diverse than it actually is. As a corporate internal comms person I was the one asking people of colour to do that, oblivious to the 
impact of asking them over and over again to take part and what I was contributing to by doing that” – Carly Murray

A “I used to be Theresa May’s videographer – I was the only black male civil servant in the house who wasn’t opening doors or 
serving food. Every conference and every trip I went on; it was just a sea of white faces, with very few women or black people. I 
always oversubscribed on my videos to include more people of colour, more women and people with visible disabilities to prove that 
anyone can work in that environment” - Richard

A “It’s part of my awakening, not featuring in these photoshoots. It creates an illusion that an organisation is colourful, presenting a 
sanitised image to the outside world that the organisation is diverse. In reality, often there is nobody else who looks anything like you or 
shares your experiences in the workplace. So, my question is, what are your opportunities to change this? When it comes to positive 
discrimination too, a person of colour might think they only got the role because of their colour.” – Uzma

A “I’m not a fan of constructed photos. They should show as much authenticity as possible. Handpicking people based on their colour is 
not the way to go - if you have a diverse group of employees in the first place, you won’t need to do it. If your organisation is not like that 
it’s time to rethink your organisation, it’s not about inserting random stock photos just to show diversity when there isn’t any” – Kate



Q&As

Q  If groups naturally segregate based 
on their own experiences, how can an 
organisation create a genuinely inclusive 
environment without the traditional 
homogeneous groups that tend to be 
created within a typical D&I structure?

Q  How should organisations go 
about actively hiring a genuinely 
diverse workforce, and would this 
go a long way to combat these 
feelings of invisibility and isolation?

A “It’s essential we open our eyes to segregation and are awake to it. 
I was reading about a mentoring programme which partnered minority 
women with white, often male, senior leaders. It created dialogue, 
broke down barriers and made opportunities for people of colour more 
visible. In addition, the white leader could draw on actual real-life 
experiences when talking about D&I. It’s important to be aware of this 
pattern and it’s not something that can be forced” – Uzma

A “It’s about how you reach diverse and ethnic minority groups. It’s 
about the language in your job descriptions; check if you’re explicitly 
asking for people to apply who have attained a certain degree or if 
you’re only doing outreach in certain social-economic areas. If you are, 
you’re missing out on an array of talent from my community. Assess the 
whole journey from the design of the recruitment materials up. Again, 
it’s impact over intent.” – Richard

A “It goes back to the networks that people who work for you belong 
to. You should already have ethnic minority group networks in your 
networks - if you have white people in your organisation who are 
receptive about hearing about other perspectives and opinions you’ll 
have a good basis to build a diverse workforce.” – Kate



Q&As

Q  What specific action could be taken to tackle systemic racism in the workplace that 
could really help convince leadership that they too are accountable for making a change?

A “Let’s think about recruitment – our manifesto (at the Department of Trade) stipulates there needs to be diverse interviewing panel 
members, especially from higher grades. The only actual requirement at the moment is for the panel to be gender diverse. But having a 
diverse panel with different ethnic groups is so helpful for the interviewee to see the impact having a diverse culture can have. They see 
a black or brown person behind the table, making decisions. I volunteer to sit on interview panels because I am determined to be the 
change I want to see until it becomes part of the everyday culture. In the area of people development, it’s about actively enrolling black 
and brown colleagues in specific programmes to help accelerate their development because just turning up for work and working hard 
doesn’t get you truly ahead. It’s also about who you know. In theory, the more white people see black or brown colleagues in areas of 
seniority, the less we will be overlooked when it comes to recruitment at those levels.” – Richard

A “There has to be an acknowledgement that change 
is needed – if your leaders are like ostriches with their 
head in the sand there won’t be the energy you need 
for the transition to a better place. The willingness  
has to be there to move the dial. Most leaders are 
white middle-class men. They haven’t mixed with  
black people in their social circles – that’s always  
going to be a problem. You can’t be an advocate 
for diversity and then go home and be something 
else; there has to be some experience to move the 
organisation forward” – Kate

A “When you interact with leaders listen out for phrases such as 
‘colour-blind’ or ‘I don’t see colour’. It’s the superficial things people say 
when you talk to them about race that will help you decode attitudes. 
They may say things like racism is a thing of the past, or that their 
parents weren’t racist, or if you work hard, you’ll get on and ahead in 
the workplace. CEOs have to see colour to take actions. If employees 
are suffering, involve the leaders in a fly-on-the-wall role, so they can 
really feel and see someone else’s perspective and understand those 
first-hand experiences directly.” – Uzma



Q&As

Q  Do you think it’s useful for white colleagues to 
understand more about the specific heritage of their 
individual black or BAME colleagues? I’m interested 
personally, but it sails close to the ‘where are you 
really from’ question or being a cultural tourist.

Q  How does the panel feel  
about building data around  
the development/retention  
of staff as time progresses  
to show how things in an 
organisation are changing  
as a result of discussions?A “I get the ‘where are you from’ question all the time. It can be a bit of microaggression 

at work. When I describe myself as “British” people don’t always accept that as a 
satisfactory answer and ask… “no, where are you really from’ as if my initial answer isn’t 
good enough. It doesn’t compute with them, and it makes me feel like I don’t belong in 
the country of my birth, that I don’t have a right to be here. It reflects the questioner’s 
cultural or world view of what in their mind, a British person looks like, which is often 
white. Even though it’s quite an innocuous question, when you are questioned daily, 
both in and out of the workplace, it can be damaging. Microaggressions are continuous; 
they wear you down. Next time you’re tempted to ask, just consider it from that person’s 
perspective, whatever country they say they are from, accept it, and you learn more 
when you develop a relationship and get to know them better. One of the saddest 
things I heard in one of my workshops was an American person of Chinese heritage 
who simply replied that she was Chinese because she was so tired of being asked 
where she was really from.” – Uzma

A “Talking about the progress towards the vision in 
terms of both qualitative and quantitative metrics is key. 
I’d advise you to do this as much as possible along the 
journey to evidence change towards a fairer and more 
equal workforce.” – Uzma



Q&As

Q  Regarding the term of microaggressions: 
Do you think it adds to white colleagues 
thinking that it’s no big deal?

Q  I know that for people on the receiving 
end of microaggressions it’s awful, but 
intention is a factor and for a lot of the 
“givers” they would be distraught if the 
damage being caused was pointed out  
to them. So how do you approach a  
re-education without causing more  
trouble or creating discord?

A “Potentially yes. However, once people are informed about them, 
it becomes clear just how negative an impact this behaviour can 
have. The key is to inform as many people as possible just how 
commonplace microaggressions are in the workplace because sadly 
so many people are simply not aware that they may be guilty of using 
them. In a recent survey by Glassdoor in 2019 for the World Economic 
Forum, 50% of people in UK workplaces regularly experience 
discrimination and microaggressions are a large part of this.” – Uzma A “By creating a safe space for both sides to be able to raise and 

discuss the issue. One in which the focus is on education and dialogue 
rather than blaming or shaming. Often the person who is the ‘giver’ is a 
moral, positive, and well-intentioned person but not aware of the impact 
of their queries.” – Uzma



Q&As

Q  How important is it for companies 
to open a general dialogue about the 
prejudices that naturally exist as a  
result of social conditioning?

Q  Should we be encouraging all members 
or staff to engage in this conversation at 
work or is it important to allow people to 
volunteer themselves? Sometimes I’m 
concerned that we can only implement 
permanent change with the support of  
the entire company, not just a select few.

A “Very important. Talking about unconscious bias as a form of 
prejudice needs to be handled with sensitivity. It cannot be a ‘tick box’ 
exercise, or part of an online training module. To be effective it needs to 
be led by allies at the top and middle management levels and only be 
undertaken when safe spaces have been created for employees to fully 
engage in productive and open conversations.” – Uzma A Encouraging yes. Forcing no. We need to make sure that we give 

employees the assurance that it is okay to have these conversations; 
that they will be supported when needed. The more employees who 
are able to have these difficult and crucial conversations, the more 
likely these conversations will occur. In the end, they will become part 
of the culture and fabric of the organisation.” – Uzma



Key takeaways

Delegates’ views and thoughts

“The colour-blind position is so hard to push past; it’s a real challenge. 
Stating at a position of being colour blind indicates that the individual is 
‘above’ the issue of racism and suggests there is no need for them to 
adjust their behaviour or actions. It is a sort of denial that they have any 
bias and that they should make any effort to address the more subtle 
damage (and most of it these days is more subtle) that their BAME 
colleagues are facing every day.”

“Senior leadership/managers need to practice empathy towards their 
employees and focus on impact, not intention.”

“It is really vital that we continue sharing experiences and perspectives 
- expanding our lens of understanding and encouraging each other 
to have empathy, ask questions, continuously learn, fail fast and get 
better. We learn more by doing!

“Consider the 30% rule: 30% of candidates should be women, 30% should 
not be white middle class able-bodied straight males”

Panel’s final reflections

“We’re all on a learning journey, and there are no right or wrong answers 
it’s just crucial we carry on having these conversations” – Uzma

“No matter what we have to keep talking, we must talk to affect change 
and to make things different than they are today. Be persistent about 
setting those meetings, holding leadership to account and make sure 
it’s not left behind as an issue” – Kate

“Keep the conversation going, accept there is a problem because we have 
enough data to prove it is a problem” – Richard



Key takeaways

Extremely likely

Very likely

Likely

Very unlikely

57%
32%

9%
2%

The vast majority of our delegates are likely 
to put into practice the advice in this guide. 

How likely are you to put into the 
practice the advice you heard today?

Final poll results

Very unconfident

Unconfident

Confident

Very Confident

Extremely confident

28%

50%

13%

2%7%

It was great to see that after our discussion, 
70% of our delegates feel somewhere 
between confident and extremely confident.

30% don’t feel so confident which  
is unsurprising given the sensitivity  
of the topic. 

How confident do you feel about talking 
about race in the workplace?



Key takeaways

Acknowledge that 
change is needed

Create a safe 
space; think 
about your impact 
over intent

Keep the 
conversation 
going – shifting 
mindsets takes 
commitment

And most 
importantly...  
be an ally

1 2 3 4

https://zoom.us/rec/play/v5J4c-ytpmo3Gt3GswSDAqJxW9W1eK2s0SQb8voNmEezW3JSMAamb7ASNuEVFz1hoOXV-hRvB_f1zOZC
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