
Power, privilege 
and bias
Continuing the conversation

X



Power, privilege and bias Continuing the conversation

Welcome
This postwork booklet is designed for you to reflect and consolidate what you learned during your Inclusive Leader-
ship session.

This isn’t the end of your journey, there’s plenty to explore and learn. 

The landscape of inclusion is always changing, make sure that you take the time to keep yourself up to date with the 
latest on our Inclusion Hub.

What’s in this booklet?
How’re you feeling?
A reflection on your session and using the Circle of control to help understand what you can do

Creating movement around you at work
An exercise and thoughts on how to begin these conversations with your teams

Wheel of privilege
A copy of the diagram you saw in the session

Leadership behaviours, Endless inclusion and you
Creating your own goals relating to Co-op’s Leadership behaviours

Things to watch/read/listen to
A curated list of media which explores the topics of power, privilege and bias in more detail

Other ways to continue the conversation
Some thoughts and ideas on next steps

What do we mean by...?
A small glossary of ideas and words which you might have come across, including:
• Psychological safety - A brief overview of what psychological safety is, and why inclusion matters
• Equity and Equality - A brief explanation of the difference between the two principles

This is your journey
It’s up to you to decide what you want to explore, think about and do next.

You can work through this booklet in order, or pick and choose the pieces you want to do; dive in and absorb it all 
in a few days or put it to one side and reflect for however long you need.

The only important thing is that you do, at the least, make a commitment to exploring the challenges which face us 
- not just within Co-op but as a community and beyond. And not just because Endless Inclusion appears as a goal
for you, or because there’s an expectation of as a leader in Co-op to be inclusive but because it is the right and fair
thing to do for our world.

How are you feeling?
We talked about some big issues in the session and you might be feeling some big emotions right now. It’s 
important that you take some time to process and reflect because this will help you to understand where you are on 
your journey to Endless Inclusion. 

Use this space to record what caused the biggest reactions for you and what they were.  Think - was there anything 
that was particularly challenging or uncomfortable? Why might that be?

We’ll use some this later on to help you to create goals.

Be kind to yourself
You might have come away from the session feeling overwhelmed, angry or even defensive. We want you to know 
that nothing we have said today makes you a bad person or even that we expect you to ‘fix’ it all right now.

No one can do that.

You might even be wondering what any of what you talked about has to do with you.

Real growth and change happens through people taking small steps.  And we can at least agree that change is 
needed to make the world we live in a fairer place.

By accepting that there are problems to solve together, taking accountability for our own actions, and trying to make 
a difference to the world in your own way, the change will happen.
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What is power?
The word ‘power’ is used in many different contexts, from electricity to philosophy, but the meaning of power we are 
looking at is the capacity and possibility to control or influence others, systems and policies. The power dynamics 
of control and influence exist across our lives – in social, economic and political relations and between individuals 
and groups. 

It’s important to understand that power is unequally distributed in society – some individuals and groups have 
greater control over the sources of power and others have little or no control. And the extent of power of an 
individual or group is connected to how many different kinds of resources they can access and control.

Resources of power are anything that can be used to influence an outcome. It might be based in:
• money
• knowing and being able to influence decision-makers
• being in a group, or being in the majority
• having more legal rights
• having more information
• having an identity that has historically and currently been considered ‘normal’ or ‘ideal’

The reason whole groups of people are affected is because that power imbalance is structural – meaning inequality 
is built into how society operates, rather than just being about one-on-one interactions of discrimination. For 
example, power imbalance isn’t just there because one individual straight person doesn’t agree with one individual 
gay person. It’s a broader and more ingrained dynamic.

Structural inequality
Structural inequality comes about because one group – the dominant group – has historically set the rules and 
expectations of the land, so have been afforded wealth and power. In doing so, they have set up certain identities 
and characteristics as normal, natural, acceptable, the default, and celebrated and rewarded these identities – for 
example, heterosexual people and marriages – and created an imbalance of power where people that aren’t 
heterosexual are disadvantaged.

The inequality that exists does so because we have built a society around the norms and ideals of one group – the 
dominant group – and everybody else has been expected to just ‘fit in’. When they can’t, they are excluded in some 
way. You could say that this unequal distribution of power between groups is about how certain groups have been 
‘marketed’, as being a problem that needs ‘fixing’ to bring them into line with the dominant group.

Accepting that power has been afforded to you, or not, in large part because of how your identities and experiences 
have historically and currently being marketed, can be very uncomfortable, but it’s important to understand if we are 
to move into a place of equality. 

We can’t solve all those problems as individuals but we can take action, together, using the power that we do have – 
and that might be more than you might think.

Let’s recap
A lot of the the terms and ideas you came across in the session might be new to you. 

Lots of information is available on the Inclusion Hub, including further ways to explore the ideas of power and 
privilege
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Wheel of privilege

What is privilege?
Privilege is defined as an unearned advantage due to an individual’s identity, characteristics or demographics, but it 
might easier to think of it this way. Having privilege because of your identity doesn’t mean that you haven’t worked 
hard, or that you haven’t had difficult times in your life. Having privilege simply means that your life hasn’t been 
made more difficult because of your demographics, identity or situation.

We all have areas of more privilege and less privilege, and for some of us that can change over time. 

The areas identified on our wheel of privilege are just some of the more common examples where privilege can 
be identified. If all your identities fit into the inner part of this wheel, you’re right in thinking ‘wow, I have a lot of 
privilege’, but that doesn’t mean there aren’t other areas of your life where you can relate to lacking privilege.

The point is, we can all relate to having a harder time in life because of things outside of our control. The only way 
we can level the playing field, is by opening up what is considered ideal, normal and natural in our society and treat 
everyone with equal dignity and respect. 
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Reflection questions
In what areas of your identity do you hold more privilege, and in what areas do you hold less privilege?
In what ways does having more or less privilege influence someone’s life? Think about experiences in education 
and work, access to financial credit and wealth, inclusion in religious institutions, access to and treatment within 
healthcare services, representation in media and legal institutions. 

Thinking about your context at work, what do you know about the identities and backgrounds of the people you 
work closely with?

Thinking about those people and looking at the privilege wheel:
• based on what you know about your manager, in what ways do they have more or less privilege and power

than you?
• based on what you know about the different people on your team, in what ways do they have more or less

privilege and power than you?
• do you have any positive or negative associations with people who have the identities or

experiences described?

Some other things to think about when looking at the Wheel of privilege:
• why might some parts of the wheel hold more power/privilege than others
• what the impact might be, not just of how a person identifies, but how they are percieved or seen by others.

Think about accents and how they impact perceptions. It can have an impact on perceived education, language
background, wealth or even attractiveness.

• how does it affect someone’s privilege if their gender presentation (how they appear, what they wear, their
name etc.) doesn’t ‘match’ the stereotypical societal expectations of their sexual orientation or their gender
(such as being a feminine presenting straight man?)

• in some situations – say if you were a feminine lesbian – would this person gain some privilege due to how they
are perceived to be from a more privileged social group, but lose some because their true identity is invisible
within their community too?

• what about when how your gender appears to others affects how safe you are, such as for trans people who are
viewed by others as trans because they don’t fit into society’s stereotypical expectations of a ‘woman’ or a ‘man’?

• how does that affect levels of privilege within groups? Do some trans people have more privilege than others?
• is privilege changeable depending on what space you are in? For example, a moderately well-off person will

have more privilege than a person in poverty. If a rich person enters that space, do they become the
dominant identity?

• how might your privilege and advantages suddenly alter due to a change in circumstances?

The impact of Power and Privilege
Privilege connects to power because it’s about the cards you hold that others do not that have, that have given you a 
better shot at ‘winning the game’. It isn’t wrong to have privilege, you can’t control what characteristics you hold, so 
no one should feel shame or guilty for having privilege. 

The more privilege you have, the more likely you are to be able to influence the systems, people and policies 
around you. Where the issues lie, for our friends, family or colleagues who are less privileged but trying to live in the 
same spaces, is that they face unequal treatments and institutional disadvantages because of the very same things 
that keep the majority in power.

Think back to the video you watched from Akala. In it, he talks about how certain demographics and identities are 
‘marketed’, or understood by our society.

This leads us to bias...

What is bias?
We all like to think that we are mostly rational in their thinking, decisions, and actions. But even the smartest and 
best educated people often make mistakes as they make financial, medical, personal and ethical decisions.

Not because they don’t know what they are doing, but because the way the brain is programmed and built means it 
happens all the time to everyone.

Our brains process millions of 
pieces of information a second. 

Around 11 million in fact. 

But we can only consciously handle 
around 40-50 pieces of information 
at a time.

This means that our brain is 
constantly taking short cuts, using 
information that it already knows 
and making decisions without us 
even being aware of it.

These shortcuts are automatically 
built by the brain using our 
experiences in life.

Think about learning a language. 
As a child, you learn the language 
spoken around you. 

Eventually, the language you speak 
becomes embedded in your brain, 
it’s automatic.

But the reason you speak English, 
rather than French, or Swahili 
is simply due to your personal 
experience.
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Want to explore this more?
You could have a go at some of Harvard’s Implicit Bias tests - the results might surprise you, and might help inform 
you where some of your biases might lie.
https://implicit.harvard.edu/implicit/takeatest.htm

Ever felt a bit wary around a group 
of people who are very different 
from you, but you didn’t quite 
know why?

For example - ever felt a bit wary around a group of 
people who are very different from you, but you didn’t 
know why?

That’s your subconcious warning you about the 
perceived dangers of people not in your social group, 
those outside your experience. It’s called affinity bias 
- having a more favourable opinion of people like
yourself.

For the average pre-historic human, this was a good 
thing, humans not in your tribe could attack you, limit 
your food supply or even pass on new and  
strange disease.

But now, it’s built in, for all of us. In leadership, might 
mean that you unconsciously favour people who behave 
or look like you. For example, you might be more likely to choose a candidate for a position because they make you 
feel more comfortable or maybe you feel more forgiving of those on your team who look, act, and operate like you.

Cognitive biases can have a huge impact on the way we behave, even if we think we’re the fairest, most rational 
person in the world. 

So what can we do?
There are a few things we can do to help us to mitigate our own biases.

1. Name them
By understanding that we all have bias and understanding what our biases are, we are better able to use our
conscious brains to challenge them

2. Share
Talk with others who have different experiences to you to help you make decisions or reflect on your actions

3. Broaden our experience
By deliberately exposing ourselves to culture and experiences which are different from our own, we can help
our brains to learn that difference isn’t so scary after all

4. Slow our thinking
Thinking deliberately and challenging ourselves on our reactions, we can interrupt our cognitive biases

The halo effect

When we perceive one positive 
thing about a person and assume 
everything else about them  
is postive.

The horns effect

When we perceive one negative 
thing about a person and assume 
everything else about them  
is negative

Affinity bias

When we favour people who we 
feel we have a connection or 
similarity to.

Attribution bias

When we consider our own 
achievements to be a result of our 
merit and personality and any failure 
to be the result of external factors. 
But seeing achievement in others 
as a result of luck and failure as a 
being because of their personality 
or behaviour.

Confirmation bias

The tendency to search for,  
interpret, focus on or remember 
information that aligns with our  
own opinion

Types of bias
Biases are attitudes, thought processes and stereotypes accumulated throughout life that can influence our decision 
making, particularly when something must be decided quickly. These biases often lead to inaccurate assessments 
based on faulty rationale, paritcularly when making quick decisions or decisions under stress.

Here are some of the most common ones which impact how we make decisions about people. Being aware of when 
or how your own biases come into play will help you to become more inclusive.
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Microaggressions
Biases can lead us to accidentally do and say potentially upsetting things.

It might be remarks, questions, or actions which are painful because they have to do with a person’s membership 
in a group that’s discriminated against or subject to stereotypes. A key part of what makes them so disconcerting is 
that they happen casually, frequently, and often without any harm intended, in everyday life.

We all have experience of thinking or saying microaggressions, because we all hold bias. 

Microaggressions are often found in some very well-intentioned actions and words. Such as curiosity about 
someone’s heritage or believing what’s being said is a compliment. It’s vital to understand from the other person’s 
point of view what is and isn’t a microaggression.

You don’t look gay... Your English is brilliant!

You’d be pretty if you lost weight

Research has shown that microaggressions, although they're seemingly small and not meant to harm, can take a real 
toll on the physical and mental health of their recipients. This toll can even lower work productivity and problem-
solving abilities.

None of this is hard to imagine if you simply consider how it would impact your life if you felt like you were subject 
to a constant stream of insults and slights and were always bracing for or recovering from an offense. 

Can I touch your hair?

OK... what should gay people look like? But I was born in Brighton?

Would you do that to someone with 
the same hair type as you?

So, you think I’m ugly because I 
weigh more than you think I should?

The good news
By exploring and understanding our own biases more and slowing down our thinking, we can avoid most 
microaggressions. We won’t avoid them altogether, but we can take feedback on board, reflect, and learn from 
our mistakes.

Trusted 10
Take a piece of paper and make 8 columns. 

Think of your inner circle - the people you really trust the most, those whose advice you seek in making decisions or 
would trust with advice at work/personally. Now write their names down in column 1. There can be a maximum of 10 
people only, and if you only have 5/6 names then think about people you trust a lot but not quite your inner circle 
and add their names to the list until you have completed a list totaling 10 names.

Now mark the headings of each column as: 
• Name
• Gender
• Race/Ethnicity
• Education level
• Age
• Nationality
• Disability
• Sexuality

Now complete the particulars for each of the listed names you had in column 1 until all the names have their details 
filled out.  What do you notice  about your answers?

This exercise might help you to open a conversation about cognitive bias, particularly affinity bias.

Experiment!
Do you want to share and explore these topics with your teams? 
It might even help you to explore these topics for yourself.

Privilege checklist
Are you employed?
Can you get married to your partner in your country of origin?    
Can you easily pass through security at the airport?        
Can you get credit easily (loans, mortgages, credit cards)?
Do you speak, read and write English to a high level?      
Can you dress how you would like to, in public, without being harassed?
Can you speak openly about your partner at work?
Did you go to university?
Are you non-disabled?
Are you white?
Are you cisgender (i.e. not transgender)?
Are you heterosexual?
Are you mentally healthy? 

This exercise might help you to open a conversation about privilege.
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Over the next few pages we have outlined our Co-op Leadership behaviours. Spend some time thinking about what 
you have discovered about yourself, power, privilege and bias, how you might apply that to your leadership, and 
what you might want to learn more about.

I am myself always
I bring the best version of myself to work, so that I can contribute to the unique Co-op difference and I respect 
others for doing the same.

Inspirational communication - I communicate in a clear, concise, appropriate, memorable and inspirational manner 
that engages others and encourages them to trust me. I listen to others first to understand their views.

Personal growth - I am a role model for personal development within Co-op, seeing out opportunities to develop 
my skills and behavious at all times to benefit me, my team, and the local community.

Endless inclusion - I welcome open and diverse views at the heart of everything I do. I am endlessly inclusive in my 
thoughts and actions, showing an active interest in the views, backgrounds and Ways of Being of my colleagues and 
the local community.

Things to think about...
How can you apply what you learned about Power, Privilege and Bias to the way you interact with your team? 
How can you inspire others to be Endlessly Inclusive?
What does Endless Inclusion mean for our Co-op?
What does an Endlessly Inclusive world look like?

I do what matters most
I do what I can to deliver our Purpose: ‘Championing a better way of doing busines for you and your communities’.

Vision and belief - I am passionate about Co-op’s core vision and beliefs, using them to build a Co-op culture of 
commercial success and helping the business grow, by ensuring that they are at the heart of everything my team 
and I do. 

Future focused - I am inquisitive and drive my team to show that broad business insight, linked to future focused 
strategies, leads to commercial success, growth and increased opportunities, so Co-op can win for its colleagues, 
members and the local commuitites.

Successful transformation - I ensure colleagues hold each other accountable for delivering positive and sustainable 
change, measuring the success of their transformation programmes to enable the busienss to grow and ensure we 
are winning as Co-op.
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I show that I care
I care about our Co-op, our colleagues, our members, our customers and our communities, now and for the future.

Forging relationships - I take action to build and nuture trusted relationships, in order to understand, support and 
guide others at all times.

Championing Co-op - I actively promote Co-op, its people and its unique way of doing businesses in the 
wider community.

Developing others - I encourage others to take personal accountability for their performance and development, 
creating the conditions for success in those around me, by acting as a coach and mentor where appropriate and 
constantly encouraging them to develop and grow into leaders of the future, so Co-op is prepared for today’s 
challenges and tomrrow’s opportunities.

Succeeding together
Co-operating is what makes us different; we’re better and stronger when we work together.

Co-operation - I role model and encourage others to co-operate for a fairer world by promoting Co-op’s better way 
of doing business for our communities.

Driving innovation - I develop effective, creative and practical solutions, products or services in order to meet the 
needs and challenges facing Co-op, its colleagues, members and the local community.

Speaking up - I speak up in meetings, at work, and in my everyday interactions with my colleagues and the wider 
community, to champion the Ways of Being at Co-op. I am appropriately open about my thoughts and feelings with 
others to create a culture of honesty and improvement..

Things to think about...
Spend some time thinking about some of the areas you talked about today – what do you want to explore next? It 
could be power, privilege, bias, or any of the marginalised communities you talked about (such LGBTQ+, BAME, 
women, those disabled by society, neurodiverse).

Things to think about...
How does being more inclusive lead to better outcomes or greater innovation?
How can you amplify marginalised voices and encourage others to speak up?
What can you do to promote Co-operating for a fairer world?

This isn’t an exhaustive list, have a think about what matters to you, your team and your communities.
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Understanding your feelings
You might want to do this exercise over a few days. It’ll give you some time to settle your thoughts.

Some questions you might want to ask yourself:
• what is the effect of thinking and feeling the way I do?

     It might be having an impact on the way you view yourself, or even on others around you. It could be a short 
term thing or be having an impact over your whole life. But what is that potentially doing to other people?

• am I asking myself questions which have no answers?
     You might be asking yourself to do impossible things, like change the past, make a huge change overnight or 
be 100% perfect.

• am I expecting too much or too little of myself?
      We can probably agree that the world is an unfair place, and that change is needed. So, think about what you 
could do, what’s actually possible - remember even a small step is still a step.

• is the importance I’m attaching to this feeling proportionate?
     Try to picture where you’ll be in 5 years time. Do you think that you’ll feel the same way?

• do I know enough to be able to make a decision?
     Having too little information about a topic can mean that our decision 
making is flawed.

Now grab yourself a piece of paper and draw three circles. Based on your 
original thoughts and your later reflections, pick out the things that you have 
direct control over. Be honest, but also be kind to yourself. There’s some 
things that you might feel you ‘should’ have control over but realistically 
aren’t possible, likewise, there’ll be things that you don’t want to admit to 
yourself that you control.

Move onto the middle circle. In here put the things that you have some 
control or influence over. Everything else belongs in the circle of ‘Concern’. 
This indicates things that you might have on your mind that you may not be 
able to change yourself.

Creating action
There will be things in the outer two rings that you can reframe and move 
towards your control. Think about what you are able to do. Remember that 

Remember:
Nothing about the way our world is built is your fault as a person.
You’re human, we’re all flawed and make mistakes sometimes but we can work together to change.
No one knows everything there is to know because new things emerge all the time.
Just because you haven’t experienced it or seen it, doesn’t mean it doesn’t happen.

some answers aren’t obvious, but that with a bit of thought, you can probably influence most things.

For example, you might have little to no control over your internal biases, but you can work on controlling what 
impact that natural process has on your decision making and approach by understanding and challenging yourself. 
You (probably) don’t have control over the way other people behave, but you can influence it by being a role model 
and having those difficult conversations.

Sometimes, particularly with the really ‘big’ stuff, you might need to give yourself permission to let go of it and work 
on what you can influence and control but if we all take these small steps towards behaving inclusively, the ‘big’ 
things will probably resolve themselves in the long term.

You might want to put some things on the 
lines between the circles, or even have some 
things which change location depending on 
circumstances. There’s no right or wrong way.

Influence

Concern

Control

Creating movement around you at work
As a leader within our Co-op, you have the power to influence the people around you.

Draw three more circles and label them ‘Self’, ‘Team’ and ‘Organisation’. 

Have a look at the actions and you have generated from the previous page and after asking yourself a couple of 
questions, put those actions in the appropriate circle.
• What things do you control directly, the things that you can do yourself?
• What can you do for and with your teams?
• What influence do you have at an organisational level?

Remember that movement starts with individuals leading the way - so the actions that you have put in the middle 
will be the ones which you should start with. That leadership will show your teams the way, and in turn, will influence 
the entire organisation.

If you wanted, you could then keep this ‘target’ somewhere where you and your team can see it.

You might want to put some things on the 
lines between the circles, or even have some 
things which change location depending on 
circumstances. There’s no right or wrong way.

Organisation

Team

Self

What to do?
Here are some thoughts and ideas about how to prompt action and 
conversations with your team.

Recruiting
When you are recruiting for roles or when new people join your teams, do 
you have any ideas about whether this candidate will fit in well with the 
team and the culture? Is this related in any way to their gender identity or 
presentation, sexual orientation, race, ethnicity, religion, disability, learning 
style, introverted or extroverted personality or other characteristics?

Check-in as a team
You could ask your team:
• to discuss individual topics and their experiences
• to contribute when they’ve seen power and privilege at work
• where do we need to make things more equitable?
• to discuss if needing to be mindful about the language we use in order

to be inclusive is taking ‘political correctness too far’?
• to create a ‘contract’ of ways of behaving towards each other - perhaps including things like challenging each

other when they hear inappropriate language or creating space for those with marginalised voices

Talk to the people in your work life with marginalised identities
You could talk or ask about:
• what language do you use to talk about your identity?/Am I using the right language to refer to your identity?
• where can I do more to ensure you are equally included and respected on this team?
• invite these people to let you know when you make a mistake, inadvertently say something that wasn’t inclusive,

such as something sexist, racist, transphobic, disablist etc.

When you make mistakes (because we all do!) 
You could say:
• I’m sorry for making a mistake in the past when I […]. I am more aware now and will do better
• I’m sorry for just getting that wrong. Thank you for bringing it to my attention/I know that wasn’t right.

I will do better
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Read
Websites and blogs
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters

https://www.psychsafety.co.uk/about-psychological-safety/

https://www.forbes.com/sites/simonemorris/2021/03/07/5-ways-to-get-the-most-out-of-inclusive-leadership-
training/?sh=114fcb8d3d76

Everyday sexism project - https://everydaysexism.com/
Collected database of real-life stories from people around the world of their experiences

Books

Things to read and watch
There are a lot of books, websites, blogs, podcasts and videos about the topics of power, privilege and bias.

Here are a few which we’ve found useful and thought provoking when putting together the session and this booklet.

We encourage you to explore, absorb and make up your own mind, this is just the tip of the iceberg.

Sensible Footwear – Kate Charlesworth
A graphic study of LGBT history, and a memoir of growing up gay from the 1950s 
onwards.

Invisible Women - Caroline Criado Perez
Exposing the gender data gap which has created a pervasive but invisible bias with a 
profound effect on women’s lives. From government policy and medical research, to 
technology, workplaces, urban planning and the media.

Sway: Unravelling Unconscious Bias - Pragya Agarwal
Uncovers the science behind our ‘unintentional’ biases using real world stories 
underpinned by scientific theories and research.

How To Be an Antiracist - Ibram X. Kendi
Building, from the ground up, a vital new understanding of racism - what it is, where it is 
hidden, how to identify it and what to do about it.

Black and British: A short essential history - David Olusoga
An essential introduction to 1800 years of the Black British history: from the Roman 
Africans who guarded Hadrian’s Wall right up to the present day.

Biased - Jennifer Eberhardt
An illuminating and readable account of how stereotypes and assumptions can cause 
social devastation and keep huge inequalities in place. 

Watch
If you have 5-10 minutes
The Library from OhHey.gay - https://www.ohhey.gay/thelibrary
Series of videos on LGBTQ+ topics and issues.

Prejudice and Discrimination: Crash Course Psychology - https://youtu.be/7P0iP2Zm6a4
Short video about the psychology of discrimination and prejudice.

Let’s talk about race - https://youtu.be/NyY7GRyq1NI
John Amaechi discusses the events of 2020 and systemic racism.

If you have 15 minutes
Explained: Why women are paid less / Political correctness / The racial wealth gap - Netflix
Series of short documentaries about some of the gritty issues of today’s world.

TEDx - No, you can’t touch my hair – Mena Fombo - https://youtu.be/OLQzz75yE5A
TED talk about the microaggression of hair-touching – covers racism, microaggressions and motivation

TED - The danger of a single story - Chimamanda Ngozi Adichie - https://youtu.be/D9Ihs241zeg
TED talk about the power of representation and having positive and relatable role models.

TED - The power of privilege - Tiffany Jana - https://www.youtube.com/watch?v=N0acvkHIiZs
TED talk about using privilege to raise up and amplify marginalised communities.

If you have more than 30 minutes
Life and Death of Marsha P Johnson - Netflix
Documentary about the black, trans disrupters behind the Stonewall riots in New York, which sparked the 
Pride movement.

Injustice - Vimeo (https://vimeo.com/migrantmedia/injustice)
Documentary on race related deaths in police custody in the UK.

Coded Bias - Netflix
Film examining the bias in algorithms after M.I.T. Media Lab researcher Joy Buolamwini uncovered flaws in facial 
recognition technology

Disclosure - Netflix (https://www.netflix.com/watch/81284247) 
An in-depth look at Hollywood’s depiction of transgender people and the impact of their stories on 
transgender lives.

Bias - Amazon Prime
Robin Hauser asks, is it possible to de-bias our brains or does attempting to do so with technology lead to 
other problems?

Africa and Britain - a forgotten history - Britbox / BBC iPlayer
David Olusoga explores the often overlooked history of black people in the UK. To learn more about the crucial role 
they had in Britain’s past, he travels the globe and unearths unsettling truths about slavery and war.

The Miseducation of Cameron Post - Amazon Prime, YouTube and Google Play
A fictional film about a young woman’s experiences in a Gay Conversion camp.

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.psychsafety.co.uk/about-psychological-safety/
https://www.forbes.com/sites/simonemorris/2021/03/07/5-ways-to-get-the-most-out-of-inclusive-leadership-training/?sh=114fcb8d3d76
https://www.forbes.com/sites/simonemorris/2021/03/07/5-ways-to-get-the-most-out-of-inclusive-leadership-training/?sh=114fcb8d3d76
https://everydaysexism.com/
https://www.ohhey.gay/thelibrary
https://youtu.be/7P0iP2Zm6a4
https://youtu.be/NyY7GRyq1NI
https://youtu.be/OLQzz75yE5A
https://youtu.be/D9Ihs241zeg
https://www.youtube.com/watch?v=N0acvkHIiZs
https://vimeo.com/migrantmedia/injustice
https://www.netflix.com/watch/81284247
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Other ways to continue the conversation
Now you have started the process of self-awareness around power, privilege and bias, here are some things that 
you might want to do next.

Join in with more sessions around inclusion:
• look out for upcoming sessions, which will include a

deep dive into bias
• join one of our networks for one of their events

Start your ‘doing’ journey by exploring different 
communities and identities.
• attend some of our Inclusion calendar events (keep

an eye on your leadership communications, or
join the Inclusion team’s mailing list through the
Inclusion hub to keep up to date)

• join a Network event

Do some reading or investigation of your own.
• use the Inclusion Hub for information on identities

and links to further learning
• check out the ‘Watch, listen, read’ section for

suggestions
• ask colleagues or friends for their recommendations

and suggestions 

Here are some things that you might want to try:
• keep a diary of times where you notice or someone makes you aware that you have said something that wasn’t

inclusive, such as something sexist, racist, transphobic or ableist
Don’t use this to beat yourself up, instead use it to inform yourself and think about what you might replace 
in your vocabulary or ‘patter’. Over time, you’ll see changes, and improvement

• practise active listening skills so that when discussions happen, you can ensure everyone has the
chance to speak

You could even introduce active listening skills into team discussions so that people try to listen to what is 
being said, without thinking about what they’re going to say next, and there is no interrupting or  
talking over
Be mindful that people with some neurodivergent conditions, such as ADHD, and those with mental 
health challenges like anxiety, may find active listening especially difficult - instead aim to collectively find 
something that works for them. 

• in a group dynamic, if you have privilege, you can make use of it by making room for those who typically go
unheard to speak

For example, you might say, ‘I have spoken a lot so far in this meeting – I’m going to step back and listen 
more. I really encourage those who have spoken less to take up the space’. This practice of ‘passing the mic’, 
may also look like turning down offers to speak on panels with an unrepresentative line-up, and suggesting 
alternative contributors in your place

What do we mean by...?

Power
When we look at the world today, one of the causes of inequality and inequity is a systemic or institutionalised 
imbalance of power between different parts of society. 

Privilege
The advantages enjoyed by a group, beyond what’s available to others. It is institutional, not individual, and largely 
invisible to those who have it.

Bias
Inclination or prejudice for or against one person or group, especially in a way considered to be unfair. Bias may be 
influenced by our unconscious decision making processes, or can be conscious and rooted in previous experience.

Systemic
Systemic means something which impacts an entire system (Merriam-Webster – ‘fundamental to a predominant 
social, economic, or political practice’). Could relate to the education system, health system, legal system, policing 
and prison system, social care system, finance system etc. 

Institutionalised
‘Incorporated into a structured and often highly formalised system’ – Merriam-Webster. It means that bias has been 
programmed into the way culture and society are structured.

Intersectionality
A term coined by Kimberlé Crenshaw in 1989, which today she defines as: ‘a lens, a prism, for seeing the way in 
which various forms of inequality often operate together and exacerbate each other. We tend to talk about race 
inequality as separate from inequality based on gender, class, sexuality or immigrant status. What’s often missing is 
how some people are subject to all of these, and the experience is not just the sum of its parts
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Psychological safety
In psychologically safe teams, team members feel accepted and respected. 

In 2015, Google published the results of a two year study into what makes a great team. The interesting thing was 
that the answer wasn’t those with the most senior people, with the highest IQs or even those that made the least 
amount of mistakes. In fact, it was the teams who made the most mistakes, talked about them, and learnt from them, 
who were the most successful.

Basically, psychological safety is about removing fear from human interaction and replacing it with respect and 
permission. (Timothy R Clark, 2019) Amy Edmondson says, ‘Psychological safety is a belief that one will not be 
punished or humiliated for speaking up with ideas, questions, concerns or mistakes.’ 

Have a watch of this video from Amy Edmondson:
https://youtu.be/LhoLuui9gX8

Exclusion

1
Inclusion

safety

2
Learner
safety

3
Contributor

safety

4
Challenger

safety

Innovation 
threshold

Inclusion 
threshold

Respect

Permission

This graph shows Timothy R Clark’s 4 stages of 
Psychological Safety.

He defines psychological safety as ‘a condition in which 
human beings feel (1) included, (2) safe to learn, (3) safe 
to contribute, and (4) safe to challenge the status quo – 
all without fear of being embarrassed, marginalized, or 
punished in some way.’ (Clark, 2020)

A truly inclusive culture will help us to build 
psychological safety within our teams. By feeling 
included and accepted for who they are, your teams 
are more likely to bring their best selves to work – and 
their best ideas, challenges – they are more likely to 
raise questions and help everyone to learn from their 
mistakes.

Have a think...
What kind of things do you think will help with psychological safety at work?

How about:
• Active listening
• Encouraging a no-blame/learning attitude to mistakes
• Non-judgement of ideas or concerns
• Supporting challenges

Learning and Development regularly run workshops about Pyschological Safety, check out the current availability on 
MyLearning via MyHR. 

Equality vs equity
Imagine that there are three people, Jo, Joss and Jon. 
They all want to see over the crowd at a concert and 
have three boxes to help them.

Equality (meaning treating everyone the same 
regardless of their characteristics and identity) would be 
giving Jo, Joss and Jon a box each to make them taller. 

This is a fair way of distributing the resources, in that 
everyone gets the same amount of something and 
works well in some situations but where the playing field 
isn’t level to start off with, strict equality can mean that 
the imbalance of the situation remains.

In our case, Jo still can’t see over the crowd. 

This is where Equity, that is treating everyone differently 
based on their circumstances to make sure the end 
result is fair, comes in. Equity in this case would be 
giving Jo two boxes and Jon none. Now they can all see 
over the crowd and enjoy the concert.

When talking about marginalised identities, Equity can 
be seen as giving those who don’t have as much power 
or privilege as those in the majority (so the playing field 
isn’t level to start with), the appropriate consideration. 

Things to think about
What situations can you think of where applying Equity might be preferable to applying Equality. 

If it helps, you could think about:
• what would be the consequences if say, a neurodivergent student with ADHD or a learning disabled student

was treated the same as all the other students when it came to school exams?
• why do we celebrate LGBTQ+ Pride and not Straight Pride?; Black History Month and not White History Month?

Disability Awareness Month, and not Non-disabled Awareness Month?
• what historical examples, social traditions or attitudes can you think of that privilege or disadvantage some

groups over others?

It isn’t about things like ‘positive discrimination’ (for example, promoting people just because they hold a 
marginalised identity) but about making sure that we challenge ourselves to co-operate for a fairer world. It’s about 
taking ‘positive action’ to ensure people have equitable opportunities.

https://youtu.be/LhoLuui9gX8
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