
working for everyone
to resolve and prevent workplace 
problems

Diversity from the 
Top-Down: 

Overcoming 
Barriers to 
Inclusive Senior 
Management 
Teams
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Addressing the lack of diversity in charity senior leadership 
and the opportunities diverse leaders present

Key tips on scrutinising organisational policies which may 
discourage diverse applicants

Roles and responsibilities of senior leadership teams to 
improve representation at all levels of an organisation, 
including allyship and supporting current staff to achieve 
more senior positions.



Who are we?

Prevent or resolve disputes between 
employers and their workforce

Provide information advice and training

Settle complaints about employee 
rights

Encourage people to work together 
more effectively



Advisory Services 2020/21

Acas helpline voice call topics

• 7.4% Diversity and discrimination

• 3% Maternity, paternity and 
adoption

• 1.5% Family friendly policies

Workplace training

• 12.7% Absence management 
and mental health

• 4.4% Bullying and harassment

• 11.2% Equality, diversity and 
inclusion

In-depth advisory meetings

• 8.4% Absence management and 
mental health

• 0.8% Bullying and harassment

• 5.4% Equality, diversity and 
inclusion 

In-depth advisory telephone calls

• 6.8% Absence management and 
mental health

• 3% Bullying and harassment

• 5.2% Equality, diversity and inclusion 



Individual disputes referred for 
conciliation 2020/21

Early conciliation notification forms 
received by all grounds of 
complaint

• 11% Disability Discrimination

• 7% Sex Discrimination

• 6% Race Discrimination

• 4% Age Discrimination

ET1 cases received for conciliation 
from the employment tribunal service 
by all grounds of complaint

• 18% Disability Discrimination

• 9% Sex Discrimination

• 9% Race Discrimination

• 6% Age Discrimination



Representation in the voluntary sector

• According to a recent study by Third Sector, the proportion of 
female chief executives of charities increased from 30% in 2017 
to 40% in 2020.

• 41% of charity trustees are female and 15% of trustees are from 
BAME backgrounds.

• Women make up 54% of senior managers but are 68% of the 
whole charity workforce.

• According to Aveco, 16% of voluntary sector CEOs identified 
as disabled, with disabled people representing 20% of the 
workforce.



Why is inclusive recruitment important



Essential practices for diverse recruitment 

• When looking to hire new staff, you should advertise in at 
least 2 different places to reach a wide range of people 
from different backgrounds.

• You can also promote your values as an equal opportunities 
employer and how you welcome applications from:

• anyone who believes they meet the essential 
requirements of the job

• anyone under-represented in the organisation 

• Ensure you avoid discrimination 



Essential practices for diverse recruitment 

• If you take positive action, you must be able to prove it’s 
been reasonably thought through and does not discriminate 
against others

• You could get managers trained on skills that help them 
including:

• use the job description and person specification to choose 
the best applicants

• have an inclusive attitude

• avoid making decisions based on what they think or 
believe about a person because of their protected 
characteristics 



Steps for making sure your workplace is 
inclusive

Equality Diversity Inclusion

Equality in the workplace 
means equal job 
opportunities and fairness for 
employees and job 
applicants.

You must not treat people 
unfairly because of reasons 
protected by discrimination 
law 

Diversity is the range of 
people in your workforce. 
For example, this might 
mean people with different 
ages, religions, ethnicities, 
people with disabilities, and 
both men and women.

It also means valuing those 
differences.

An inclusive workplace 
means everyone feels 
valued at work. 

It lets all employees feel 
safe to come up with 
different ideas, raise issues 
and suggestions doing 
things differently to how 
they’ve been done before



So where do you start



Using data to measure diversity and 
inclusion in your workplace

• Monitor across the whole employee lifecycle including:

• Representation of women/ ethnic minority employees / 
employees with disabilities/  LGB employees

• Recruitment - Number of applicants / shortlisted for interview 
/ successful

• Casework - Grievances / Discipline / IC’s / ET’s / Personal 
Injury

• Access to training

• Leavers

• Staff surveys



How can you make a difference

• Regular conversation with your people

• What can I do to ensure you can perform to your best

• Lead with compassion & make yourself available

• Offer sponsorship

• Listen and educate yourself

• Be authentic & apologise when you get it wrong

• Be an ally

Time is an important gift along with trust & empowerment



What makes an effective ally
Allyship is: 

• a lifelong process of 
building relationships 
based on trust, 
consistency and 
accountability with 
marginalised individuals 
and/or groups of people 

• an opportunity to grow 
and learn about 
ourselves, whilst building 
confidence in others 

• amplifying the voices of 
people from minority 
groups. 

Allyship is not: 

• a badge of honour or a 
title 

• a vehicle to “save” or 
“liberate” under-
represented groups 

• an expectation to be 
praised for your actions 

• only being an ally when 
there is an under-
represented audience 

• using your own voice or 
power at the expense of 
others 

Effective allies: 

• lift others up by 
advocating 

• share growth opportunities 
with others 

• recognise inequality and 
the systems which foster 
them, and realise the 
impact of micro-
aggressions 

• believe and appreciate 
underrepresented 
people’s experiences 

• listen, self-reflect and 
change





Stay in touch

Customer Services 
Team

0300 123 1150
events@acas.org.uk

Social media

@acasorguk
Acas

Acas newsletter

acas.org.uk/subscribe



Contact me directly

Julie Dennis
jdennis@acas.org.uk
0330 109 3827
@Jdennis_Acas


