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Tech check – Zoom

Sound problems? 
- Check your computer sound
- Check joining instructions
- Leave and re-join

This is an interactive session, please keep 
cameras and microphones off

Please use the chat box throughout



Today’s 
discussion 
points

• What does inclusive recruitment look like? –
A beginning to end approach

• How do we advise and take Positive Action 
in recruitment?

• How do we engage and support social 
mobility in recruitment?

• Top tips for taking this to the next stage



Inclusive Recruitment



Role 
Design Attraction Application Screening Assessment Shortlisting Offer



What are 
some of the 
things 
organisations 
can do to 
practice 
Inclusive 
Recruitment?



PROCESS BEHAVIOURS MANAGEMENT 
CAPABILITY

• Inclusive Job 
Descriptions

• Cast a wider net
• Blind CV screening
• Reasonable Adjustments
• Creative Interviews and 

assessments
• Objective criteria
• Individual shortlisting
• Positive Action
• Measuring Diversity Data 

(inclusive application)

• Preparation and planning
• Challenging Unconscious 

Bias 
• Get in to the habit of 

seeking feedback
• Review and evolve

• Empowered to challenge 
own Unconscious Bias

• Tell the organisations 
Diversity and Inclusion 
story

• Positive mindset to 
recruitment

• Know different needs of 
candidates



• Blind CVs can take the unconscious 
bias out of the ‘Name’ element of 
recruitment at the very beginning 

• But there are many other things on 
a CV that can bring out 
Unconscious Bias 

• Is it enough to introduce blind CVs 
and not look at the rest of the 
recruitment process?

Blind CVs – Yes or No?



Positive Action – An 
inclusive recruitment 
tool



What is the 
difference 
between 
Positive Action 
and Positive 
Discrimination?



Positive Action             Vs          Positive Discrimination

• Lawful

• Opening up opportunities for 
underrepresented groups

• Identifiable business case to do 
so

• Always the best person for the 
job

• ‘Tie Break’ ability

• Unlawful

• Improve equality in your 
workplace

• Fulfilling a quota

• Choosing characteristics over 
capability

• Tokenistic



What does the equality act say?

Section 158: 
attraction & training

take action to compensate for 
disadvantages that it reasonably 
believes are faced by people who 

share a particular protected 
characteristic

encourage people from 
disadvantaged groups to apply 
for work, and can provide training 

to help equip them for the 
particular work

Section 159: 
tie break

allows an employer to treat an 
applicant or employee with a 

protected characteristic who are 
underrepresented more 

favourably in connection with 
recruitment or promotion than 

someone without that 
characteristic who is as 
qualified for the role

Presenter
Presentation Notes
In recruitment and promotion, it allows an employer, when faced with two or more candidates of equal merit, to select a candidate from a particular group (eg a particular racial group, age group or gender) that faces a disadvantage or is under-represented in its workforce over a candidate who isn’t from that group, to achieve diversity in its workforce.



What are 
some 
examples of 
Positive 
Action you 
can think of?



Six Examples of Positive Action

• Placing job adverts to target particular groups, to increase the 
number of applicants from that group

• Including statements in job adverts to encourage applications from 
under-represented groups, such as ‘we welcome female applicants’

• Offering training or internships to help certain groups get 
opportunities or progress at work

• Offering shadowing or mentoring to groups with particular needs

• Hosting an open day specifically for under-represented groups to 
encourage them to get into a particular field

• Favouring the job candidate from an under-represented group, 
where two candidates are ‘as qualified as’ each other

Equality & Human Rights Commission 



Remember to ACT for Positive Action

ATTRACT

CULTIVATE

TIE-BREAK
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It’s ALWAYS the best person 
for the job

Are you doing all you can to 
get the best person for the 

job?

Presenter
Presentation Notes
Are you going to the same talent pools, same groups, same places to advertise – same action = same result



Engaging the majority 

• Give context

• Use the business case

• Create empathy
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Social Mobility in 
recruitment 



What can we 
do to focus on 
social mobility 
in 
recruitment?



• Include Socio-economic status as a consideration in policies and job 
descriptions (not covered by the Equality Act 2010)

• Consider our approach to young/junior talent – Internships, 
apprenticeships and graduates

• Cast a wider net
• Internal recruitment development such as reverse/mentoring schemes
• Socio-economic considerations on application forms – Measurement
• Engage your employee population and managers on the importance of 

social mobility

Improving Social mobility



Moving forward



• Plan and plan today – Focussing on embedding inclusion into recruitment when 
we’re busy doesn’t work. 

• Include the right people – Engage and empower those in your organisation 
that have a role in recruitment.

• Review where you are – Audit your processes and behaviours in recruitment to 
see where you can make the biggest impact

• Try and try again – The first things we try may not always work, evolve and 
reiterate

• Appreciate the journey – We’re not going to change everything overnight, 
acknowledge and face realistically.

• Measure your progress – Create data that you can track over time to 
communicate progress 

Inclusive Employers Top Tips for Inclusive Recruitment



Questions and final 
comments



Listen and subscribe to 
our podcast to hear 
fascinating conversations 
and stories of inclusion 
and diversity

Search for us on any 
podcast platform, or 
listen on our website



Upcoming Events
How (and why) to recruit disabled candidates
Jane Hatton - Disabled Social Entrepreneur, TEDx Speaker and Author 
22nd June 2021
10-11am

Challenging Privilege: The Ethics of Intersectional Top Down Inclusivity
Professor Patricia MacCormack, Professor of Continental Philosophy at Anglia Ruskin University 
Cambridge
16th September 2021
10-11am

T: 020 7198 6000
W: www.tpp.co.uk
E: info@tpp.co.uk
LI: www.linkedin.com/company/tpp-recruitment

http://www.tpp.co.uk/
mailto:info@tpp.co.uk
http://www.linkedin.com/company/tpp-recruitment
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