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TODAY WE WILL EXPLORE FOUR KEY AREAS:

The Context: Psychological safety, power & racial equity

Impact: Microaggressions, racial trauma & intersectional experiences

Leadership & Culture: Building psychological safety

Action: What organisations must do




KEY CONCEPTS

Psychological Safety: Feeling safe to speak up without fear.
Racial Equity: Fair systems and opportunities regardless of race.
Microaggressions: Everyday behaviours signalling exclusion.
Racial Trauma: Emotional impact of repeated racism.
Global Majority: People racialised as minorities in the West who represent most of the world’s population.
Intersectionality: Identities intersect shaping opportunity and disadvantage

Power: Influence over structural decisions and opportunities




“80% say racial microaggressions happen in their organisation
3% say they are regularly called out” - Race Equality Matters

Type ONE word in the chat:

What lives in the GAP between those numbers?
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DATA ON PSYCHOLOGICAL SAFETY & RACE

46% South Asian
43% Black employees 30% of BAME employees

say they change their behaviour at experienced negative workplace behaviour
worKk... (Joseph Rowntree Foundation)

(vs 27% white employees — Total Jobs)

47% of Black, Asian and Minority
Ethnic employees

report poor mental health linked to work
(Business in the Community)



POWER, REPRESENTATION AND
INTERSECTIONALITY

1-1.5%

Black representation in UK Power
senior leadership:

Approximately 1-1.5% of 4.7% BAME Leadership dI.VeI:SItS./ often decreases
. . as seniority increases.
senior leaders in large UK
organisations. (BITC) Leadership
representation despite
making up 14% of the

lation (Diversity UK) X X
5-10% Pay gap S Intersectionality

Non-UK-born Black employees face
wider disparities, earning roughly
12% less than UK-born white
workers (ONYS)

The ethnicity pay gap across the UK
workforce is often reported around
5-10% overall, though it varies
widely by sector.



From Silence to Safety

Workplace Dynamic

Microaggressions

Employee Experience

Leadership Response

Organisational Culture

What Happens Without
Psychological Safety

Go unchallenged and
become normalised

Fear of speaking up and
emotional strain

Defensiveness or
Minimisation

Silence and
disengagement

What Happens With
Psychological Safety

Issues are addressed
openly and
constructively

Trust, belonging, and
wellbeing

Listening,
acknowledgement,
and action

Empowerment,
Accountability and
learning




Building Psychological Safety for Racial Equity

Organisational Systems

Policies, reporting processes,
wellbeing support, and
equity strategies that
protect employees from

harm.
Team Culture

Day-to-day behaviours that
either reinforce silence or
encourage respectful
challenge and allyship.
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Top — Executive
Leadership

Sets the tone and accountability for racial
equity and psychological safety.

Models openness, humility, and willingness
to hear difficult feedback.

Managers & Team Leaders

Create psychologically safe team
environments by listening, responding
constructively, and addressing
microaggressions.

Individual Action

Self-reflection, active
listening, speaking up, and
supporting colleagues who
experience bias.



Embedding Psychological Safety into
Wellbeing: Practical Interventions

Focuses on ongoing improvement and long-term planning 8

Individual _
Access to culturally competent mental health ®
support. Safe, stigma-free use of wellbeing

resources

Manager
Training to respond to microaggressions and

racial harm. Listening without defensiveness | / l

and taking action. Structured wellbeing check-
ins embedded in management practice

Structure & System |_

Clear, safe reporting pathways beyond line |

managers. Psychologically safe forums for @

dialogue and feedback.

Culture -

Encouraging respectful challenge (not silence). ‘cﬂ
Leadership modelling openness and ~

accountability. ~

Governance & Accountability o~ _

Clear consequences when psychological safety is -~

breached. Leadership held accountable through T~
performance metrics. Regular review of equity and T~

wellbeing outcomes




Building Psychological Safety for Racial Equity: A Strategic Pathway

04
Embed Structural Change

Embed racial equity into
wellbeing strategies,
reporting processes, and
organisational systems.

03

Leadership Accountability
Equip leaders to listen
without defensiveness and
respond constructively to
concerns.
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Create Safe Dialogue
Acknowledge racial
microaggressions and the
impact of racial trauma on
employee wellbeing.

Ol

Recognise the Problem
Acknowledge inclusion
gaps, microaggressions and
racial trauma.




KEY TAKEAWAYS w

Psychological safety is the foundation of racial equity
Employees cannot challenge harm if it is not safe to speak up.

Silence allows microaggressions and racial trauma to persist
Without accountability, harmful behaviours become normalised.

Leadership and systems shape psychological safety
Leadership and systems shape psychological safety.

Individuals contribute — but organisations define the conditions.
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Silence is not neutral.

If psychological safety is the foundation
of racial equity, what responsibility do
each of us carry in creating it?

Accountability
Courage

Consistency



Further Resources

Research & Reports

» Race Equality Matters — Workplace Race Equality Survey
e Business in the Community — Race at Work Charter & research
» Joseph Rowntree Foundation - Racial inequality and workplace studies
e Diversity UK - Leadership representation data
» Office for National Statistics (ONS) — Ethnicity pay gap data

Key Concepts
e Amy Edmondson - The Fearless Organization (psychological safety)
» Harvard Business Review — Articles on psychological safety and leadership
e Kimberlé Crenshaw - Intersectionality theory

Organisations & Frameworks

e CIPD - Guidance on diversity, inclusion, and workplace wellbeing
e ACAS - Workplace inclusion and fair treatment resources
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THANK YOU FOR ENGAGING IN
THIS IMPORTANT CONVERSATION

+447846626600

architectstructuralshift @ outlook.com

m®Ruth-Anne Eghan

The Structural Shift vA
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