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Facilitator’s guide

Notes for facilitators
This session is designed to be a flexible session to support leaders to understand some of the challenges 
surrounding inclusion in today’s landscape. It is a part of an ongoing programme of learning and resources.

We’ll give you a range of resources and potential conversations to have, some are intended to be very challenging, 
some are less confrontational – it is entirely up to you to choose which conversations to have and stories to tell 
depending on the group you are working with.

Break
Try to include a break within the session. Ideally, this would fall between the Akala video and the Wheel of Privilege 
exercise. Try to keep it short and sweet though!

Prework
https://www.youtube.com/watch?v=deYUUfak08Y

Why watch this video?

In this video, Paloma Medina talks about why we should not talk about diversity and instead focus on equity, and 
what our role as a company is.

Things to weave through session
There are some great opportunities for challenging people’s thinking and perception right from the start. Watch out 
for these opportunities:
• ‘The business should…’ / ‘The business could…’ / Or anything else which suggests Co-op should be better

without acknowledging that they are responsible as leaders – is a great opportunity to ask the group ‘If not now,
when? If not you, who?’ and empathise that this is their opportunity to make a difference

• If you get a group which is not very diverse, particularly if they are a group from the same department or team,
you could use the opportunity to call out the obvious

You might want to emphasise the resources available throughout the session via:
• the Inclusion Hub
• MyLearning
• The post work booklet

Controlling idea
Raise leader's awareness of power, bias and privilege, what it means, and how to manage their own journey.

https://www.youtube.com/watch?v=deYUUfak08Y
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Slide 2 - Learning cycle
Shows the cycle that we have set 
up to help Co-op move to a more 
inclusive culture. All three aspects 
are interwoven, and it’s likely that 
people will be more knowledgable 
in certain areas than others. For 
example, someone might be great 
at understanding and holding 
accountability for their actions in a 
space considering race but not be 
as knowledgable about LGBTQ+ 
issues.

The issues of power, privilege and 
bias are common to the majority, if 
not all the issues our society faces 
about inequality - if you understand 

Introduction
Overall purpose of section:
• To create as psychologically safe space as possible
• To introduce the session and its purpose
• To move discussion towards the ‘why’ of the session

Introduce yourself and go through your normal housekeeping

Introduction
What: Explain purpose of session and how it fits with the rest of the Inclusion programme
Why: Signals to learners that this is part of an ongoing programme and provides signposting for later learning

Key points:
• There are three stages to the programme, knowing, doing, being.
• This is part of the first stage, knowing.
• We’ll be looking at power, privilege and bias.
• Even engaging in this session is a step towards contributing to a more inclusive culture, so no matter whether

you are just starting to have these conversations or you’ve been having them all your life, everyone’s voice is
equally valid in this session.

• This is just the beginning and learners are encouraged to keep revisiting these topics until they feel confident
with them.

• There’ll also be lots of opportunities to explore going deeper into your understanding of different identities,
experiences, and backgrounds; and how you can take action to hold yourself and each other accountable
in the future.

Make clear that there may be moments in this session that are uncomfortable or generate some anxiety. 

And that’s OK. 

At its core though, it’s important to remember the ‘fairer’ in Co-operating for a fairer world. We can all agree that 
the world is not currently fair, equal or equitable, and so, it’s part of our role to make things better. 

In order to do this, we need to go through a bit of pain and discomfort, so that we can understand what changes 
we need to make.

(There may be times during the session when you will want to refer back to this controlling idea)

Psychological Safety
What: Create a contract of confidentiality and honest sharing
Why: It’s important that a safe space for exploration is created as soon as it is possible.

Key points:
In this session, we’ll be asking the group to share stories which they might not normally do so, as it will really 
help the conversation – and we’ll be exploring topics together which might be confrontational, emotional, or 
controversial.

Normally, in a session like this, we’d do a bit of contracting with each other but it’s likely that you won’t have time to 
do a full piece. So, cut to the chase and agree some ground rules with the group.

these, you are better able to understand and empathise with specific issues, be they race, LGBTQ+, gender, wealth 
or disability.

Slide 3 - Housekeeping
To support you with housekeeping.
• Please try to close Outlook and put Teams on silent so you’re able to focus on the session

(Remind the group that we are all adults, and it is up to them to be accountable for their own journey today)
• Cameras on throughout the session

(Persuade, don’t enforce this. While it’s important and highly useful from the position of building psychological
safety within the group, it’s important to balance the needs of the group with those of the individual -
sometimes, forcing someone to turn a camera on when they are not in a position to do so (for whatever reason)
could destroy any rapport/psychological safety they might already feel as an individual)

• Participate and engage as much as you can
(Again, we’re all adults and able to make our own decisions - but what the group put into the session, they wil
get out of it)

• If you can’t stay for the full session, please leave and re-book
(Remind the group (if you need to) we have a lot to get through in a short space of time - if they are not able to
commit to the full time, it would be fairer to the group as a whole for them to rebook.)

Slide 4 - Rules of engagement
These are available for your use if you want to.

Suggested:
• We are here to reflect and learn from the content and each other
• We are here to better understand the lived experience of others
• We respect each other’s opinions and experiences, even when they are different to our own.
• Everyone’s understanding of their own experience is valid, regardless of their role in the business.
• We use and receive challenge as a learning opportunity
• We don’t interrupt each other
• When we make mistakes, we apologise, correct ourselves and move on
• The opinions and experiences shared in this session, stay in this session
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Stinky fish [OPTIONAL]
What: Short icebreaker exercise
Why: To create some openness around the fears of the group free-flowing interaction within the group

Key point:
The stinky fish is a metaphor for “that thing that you carry around but don’t like to talk about; but the longer you 
hide it, the stinkier it gets.” By putting stinky fish (fears and anxieties) on the table, participants begin to relate to 
each other, become more comfortable sharing, and identify a clear area for development and learning

Introduce the purpose of the exercise in your own words. Explain that the purpose is to explore and share our 
individual worries/concerns about the future as a way to start a conversation and begin to confront or overcome 
them.

Pre-work discussion
What: Reflect on Paloma Medina’s TED Talk and move the conversation into the ‘Why’
Why: To understand the objectives of the session, Co-op’s Endless Inclusion vision and why

Key points: 
• In Paloma’s video, she talks about why we need to stop focusing on diversity as a concept and start talking about

equity (check that the group understand what we mean by equity and how this differs from equality).
• Equity is really about taking action to re-dress the imbalance that exists in our society, where some groups have

worse outcomes than others simply because of their identities and background.

Suggested questions to ask:
• What kind of things does Paloma suggest companies should do?

She outlines a few goals at the end of the video as examples of what companies can do to improve their equity –
and Co-op have been doing just that (refer the group to our Sustainability report)

• How can we relate Paloma’s video to what we do as a Co-op?

Key points:
• Diversity is important, it tells us who does and doesn’t make it through the door, or who’s around the table, but

we need to go deeper and think about equity – is everybody treated fairly, equally, when they do get through
the door, and did everybody have a fair chance of getting here in the first place.

• It’s about better understanding how and why the world, our society, and our Co-op doesn’t treat everybody
equally and therefore isn’t fair, and by looking at power, privilege, and bias, see how we all play a role in making
it a fairer place.

• Lead this conversation towards our Co-op vision ‘Co-operating for a fairer world’

Stinky fish:
Introduce the purpose of the exercise in your own words. Explain that the purpose is to explore and share our 
individual worries/concerns about the future as a way to start a conversation and begin to confront or overcome 
them.

Method:
Send the Sticky Fish template to the learners via chat or email. 

Explain the metaphor of the Stinky Fish: ‘The Stinky Fish that thing that you carry around but don’t like to talk about; 
but the longer you hide it, the stinkier it gets. It’s a metaphor for a fear or anxiety; something that will only get worse 
if you don’t acknowledge and deal with it.’

Give learners around 5 minutes to fill in the pdf with their personal stinky fish for the context of the program. They 
should write only a few words or a phrase inside the bones of the fish.

As they finish their stinky fish, ask the learners to send their fish back to you. There will probably be some 
commonalities - pull these out and address the concerns, displaying empathy, especially those around fears of 
‘getting things wrong’, making mistakes or sharing things that they might not normally share in the workplace.

Prework discussion
• Slide 5 - gives a visual representation of equality, equity, justice and liberation
• Equality means each individual or group of people is given the same resources or opportunities.
• Equity recognises that each person has different circumstances and allocates the exact resources and

opportunities needed to reach an equal outcome.
• Basically, equality is treating everybody the same – ignoring their differences, equity is treating people based on

where they’re coming from.
• Co-op have been through a massive audit and change of our recruitment and hiring processes. As a result,

we have balanced our applications from, and offers to, men and women, from 70/30, to 50/50 and we have
increased our applications from all minoritised groups by 30%.

• We have committed to:
• doubling the representation of Black, Asian, and minority ethnic leaders and managers by the end of 2022,

moving from 3% to 6%, and then to 10% by 2025
• annually publishing our ethnicity pay gap from 2021 and calling on the Government to make this mandatory

for all businesses.
• Require all of our leaders to have objectives that ensure they are playing their part in delivering to our

commitments to racial equality from 2021.
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What does inclusion look like?
Overall purpose of section:
• Think about what a fairer world would look like and implicitly better understand what inequality/exclusion

looks like
• Connect with a personal feeling/experience of unfairness to help relate to feelings of repeated marginalisa-

tion and exclusion
• What can I do to make sure Co-op is fair for all, thinking specifically about how to make sure our ways of being

are applied fairly

Co-operating for a fairer world
What: Creating a vision of the future to give an end goal and emphasis on the ‘why’ 
Why: Creating an ‘end vision’ gives people the opportunity to begin to empathise with others

Discuss:
Thinking about the future. What would a fairer world look like?

It might help to think about the children in your life - your kids, your nieces/nephews etc? 

Some expected responses:
• Equal access to food, shelter, education, employment, or healthcare
• Being able to safely be themselves
• Not being seen as different or weird because of their identities
• Not get bullied for who they are, or where they grew up
• Not being valued only on how intelligent, wealthy, or attractive they are

If the group is struggling:
• If the group is really struggling to connect, you could relate it to their own emotions from a time when they were

excluded from a group for some reason, it could be from school or work or home life – are they able to identify
the reason or characteristic (could be anything from being rubbish at football to not drinking on a work night
out)?
• Expected responses might include: unfair, angry, excluded, alone/lonely, sad, punished…
• Link these feelings to the concept of ‘fairness’ and the importance of being able to ‘be yourself’ at work

Key points:
Co-operating for a fairer world is our vision because the world isn’t fair, and it can feel and be more or less fair 
dependent on who you are, what you look like and your background. 

To go a bit deeper into how the world can be more or less fair dependent on who you are, we are going to look at 
the experiences of trans people… (then into the stats. It’s key here, to make the point, that these two groups of stats 
are presented as ‘the current context..’ and then ‘how it could be if the world was fairer..’

Key points:
• Co-operating for a fairer world is our vision because the world isn’t fair, and it can feel and be more or less fair

dependent on who you are, what you look like and your background.
• It’s not just for the individual benefits but as they might have explored in a Being Co-op or Leadership session,

being able to bring your best self to work is actually good business sense.

Co-operating for a fairer world

• Slide 6 gives the wording for our Endless Inclusion leadership behaviour
• In the past few years, Co-op has made significant progress towards redressing the balance by making

commitments to improve senior leadership representation, launched our Racial Equality and Inclusion
commitments and we have been through a massive audit and change of our recruitment and hiring processes.

• As a result, we have balanced our applications from, and offers to, men and women, from 70/30, to 50/50 and
we have increased our applications from all minoritised groups by 30%.

• And there’s still lots more to do, in fact, like our own inclusion journeys, there will always be more to do.

• Diversity is important, it tells us who does and doesn’t make it through the door, or whose around the table, but
we need to go deeper and think about equity – is everybody treated fairly, equally, when they do get through
the door, and did everybody have a fair chance of getting here in the first place.

• That’s where we’re trying to get to with our focus on the Endless Inclusion behaviour, this session and any other
inclusion session you attend – it’s about better understanding how and why the world, our society, and our Co-
op doesn’t treat everybody equally and therefore isn’t fair, and by looking at power, privilege and bias, see how
we all play a role in making it a fairer place.

What might being trans look like now?
• At Co-op, according to Talkback data over the past 2 years, trans and non-binary people experience the highest

rates of bullying, harassment and discrimination of all marginalised groups.
• This is echoed in wider society too: in 2016, around half (52%) of trans people didn’t reveal their gender identity

at work – in 2021, the number is closer to two-thirds (65%), suggesting the UK is becoming a less safe place for
trans people to be out. (Trans employee experiences survey – Indeed/Sparkle 2021)

• In fact, 43% of trans employees specifically said they’ve left a job because the environment was unwelcoming
– up from 36% in 2016. (Trans employee experiences survey – Indeed/Sparkle 2021)

• In a US study, it was found that 77% of the trans people asked who had held a job in the year prior took active
steps to avoid mistreatment at work, such as hiding their gender identity, delaying their gender transition (or
living as their true selves only after work and on weekends), refraining from asking their employers to use their
correct pronouns (he, she, they, ze), or quitting their jobs - Creating a Trans-Inclusive Workplace (hbr.org)

What could it look like in the future?
• In a study of trans employees in the U.S, the presence of trans-supportive policies was positively related to

participants’ openness about their identities and their decreased experiences of discrimination at work.
• Trans people with supportive families are less much likely to have suicidal thoughts and behaviours (2019 report

by the Williams Institute).
• A 2018 study published in the Journal of Adolescent Health concluded that trans youth mental health improves

drastically when young people hear their chosen name more often.
• Trans children who are allowed to socially transition are no more likely to experience depression or anxiety

than their cis peers, according to a 2017 study published in the Journal of the American Academy of Child and
Adolescent Psychiatry.

If you feel the group need a little more explanation about why this is important or motivation to take this seriously, 
there is a video on Slide 17 of Steve Murrells talking at the Leadership event from 21 May 2021. 

http://hbr.org
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Our innate sense of justice
What: Covering the concept that humans have an innate sense of justice and that it’s automatic
Why: Understanding why people might be emotional/ill from being excluded

Discuss:
If they haven’t already, talk to the group about Paloma’s video about equity and our innate sense of justice.

Key points:
• We understand how to spot and scan for even a ‘glimmer of inequity’ particularly when it involves ourselves

because our limbic system is hardwired to respond when someone else has more than you – it’s linked to
survival and so, is a core need as a human.

• If that core need is not fulfilled, as Paloma explains, that can be critical for our stress levels, and ultimately,
our health. That’s why minority groups who experience high, repeated levels of inequity, have worse health
outcomes – this is called minority stress.

• Connect this to the myth of meritocracy - that societal barriers are in place, like bias and the unequal distribution
of resources can (and does) mean that already excluded groups are less likely to succeed. Likewise, those from
majority groups are more likely to succeed.

In summary
What: Outline the session
Why: Spark ideas and give suggestions of what to they’re going to explore next

Key points
• Those feelings and that emotion is why inclusion is so important. It isn’t just a nice to have, it speaks to our very

base principles as a Co-op and as humans
• To do this, we’ll look at some of the principles and awareness that goes into Inclusion and then help them to

apply it in their everyday roles
• This is just the beginning – it isn’t a once and done thing. This session is designed to support their awareness

– following that, there’ll be lots of opportunities to explore going deeper into their understanding of different
identities, experiences and backgrounds and how they can take action and hold themselves and each other
accountable

Our innate sense of justice
You could refer here to the video shown in her talk of the two monkeys (you can see the experiment here -  
https://www.youtube.com/watch?v=meiU6TxysCg) where the monkeys react almost automatically to the unfair 
reward structure in the experiment.

https://www.youtube.com/watch?v=meiU6TxysCg
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Power
Overall purpose of section:
• To discuss and understand what power means in this context
• To prompt learners to consider the power they hold within their lives and how they might use that power for

‘good’
• To move the discussion from what inclusion is to what it feels and looks like

What is power?
What: Define power in this context 
Why: Understanding what we mean is vital to understanding what power learners hold

Slide 7 - gives definition of ‘power’ in this context.

Key points:
• The word ‘power’ is used in many different contexts, from electricity to philosophy, but the version 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.
• Power is unequally distributed – some individuals and groups have greater control over the sources of power

and others have little or no control.
• 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’,

We all hold power
What: Understand that we all hold some kind of power and that it’s inbuilt to our world
Why: Leads to being able to equate this individual power to the wider power issues 

Discuss with the group:
What power do you hold and how does the power you hold benefit your life?

Expected answers would include the identification of a characteristic or position and the positive outcome for them. 
For example:
• As a leader in the business, I have a voice and command respect so people listen to what I say and often do

what I recommend.
• As a parent, I make the rules in our house about behaviour and can set the values and expectations to my own
• As a Straight person, I can get married in a religious setting without question if I want to
• As a non-disabled person, I don’t have to think about whether I’ll be able to get on and off public transport

when I use it

Key point:
Lead the group to agree with the group that power is built-in to the way we live.

Any notes
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Structural inequality
What: Defining systemic and institutionalised, leading on from power is ‘built in’
Why: This is a common term which learners might come across, especially when considering how inequality is built 
into society

Key points:
• 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

• It isn’t just there because, say, one individual straight person doesn’t agree with one individual gay person
• 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”, and when they can’t, they are
excluded

• You could say that this unequal distribution of power – or inequality - between groups is about how certain
groups have been ‘marketed’ as being a problem that needs fixing

• There is more information about this in the postwork booklet and on our Inclusion Hub

How does structural inequality feel and what does it look like?
What: Discussion on examples of structural inequality
Why: Guiding learners to start identifying and deconstructing these obstacles for themselves

Show: 
Slide 8 - https://www.youtube.com/watch?v=uZUvjAJGFkM

Discuss:
Alongside the example given by Akala here, what other examples can they think of which might indicate structural, 
systemic or institutionalised inequality here in the UK?

Responses might include several areas, including education, legal, health, wealth, and employment. 

If the group are struggling to come up with examples, start with the pay gap between men and women (in the 
UK the discrepancy in pay between women and men is 15.5% based on the overall hourly rate), and ask why the 
government mandated annual reporting on the pay gap in companies. This was a recognition of the issue by the 
government and has forced a lot of companies into better overall policies with regards to fair and equal pay. 
(https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/
genderpaygapintheuk/2020)

Structual inequality examples
Inequality for gay people is structural because it’s also supported historically by laws that said it was illegal to be 
gay, and a medical system that said it was an illness to be gay, and policy which said that gay people couldn’t marry 
legally, and religions which still often say that gay relationships are not equal to straight ones and being gay is 
unholy. 

Slide 9 - Social model of disability - We have built a world for non-disabled people with stairs and narrow doorways, 
so wheelchair users can’t get in. And on top of that, inequality has been furthered by society expecting wheelchair 
users to focus on being “cured” or “fixed”, rather than society focussing on building ramps and widening doorways. 
We won’t go into detail now, but this switch in perspective is outlined in the Social Model of disability, and you can 
learn more about this on our Inclusion Hub. 

Education: 
• Section 28 and its continued impact
• The mainstream absence of accurate telling of Britain’s colonial history and positive, representative inclusion of

Black and Asian figures across British history
• Neurodivergent young people (e.g. autism, ADHD, dyspraxia and dyslexia) often have much poorer experiences

of education compared to neurotypical people (Social Model of Disability: it’s not the person’s difference that’s
the problem, it’s society’s expectation about what ‘normal’ is)

Legal: 
• Criminal Justice System disproportionate incarceration of Black people and people of colour, people from low-

income backgrounds, people brought up in the care system
• Disproportionately low prosecution of sexual violence against women

Employment: 
• Gender pay gap
• People from the BAME communities are much less likely to be employed into leadership positions, vs.

employed into lower paid, less senior positions (https://www.thetimes.co.uk/article/leadership-in-retailers-have-
poor-female-and-minority-representation-cfjtmk25j)

• Trans people statistically have more qualifications than non-trans people but are significantly less likely to be
employed

Healthcare: 
• Approach to Intersex  conditions
• Refusal to honour Gillick competency  for Trans young people
• Treatment, diagnosis and health management of marginalised populations

• Black women are 5 times more likely to die in childbirth
• Black people are 4 times more likely to be detained under the mental health act.

Systems and data:
• We don’t have accurate ideas of how many people from many minoritised communities access healthcare

services, are in prisons, have poorer outcomes in education or are detained under mental health act because we
don’t apply monitoring consistently.

• Point out here that the group can help us improve our own data and systems by completing their diversity data
on MyHR.

https://www.youtube.com/watch?v=uZUvjAJGFkM
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020
https://www.thetimes.co.uk/article/leadership-in-retailers-have-poor-female-and-minority-representation-cfjtmk25j)
https://www.thetimes.co.uk/article/leadership-in-retailers-have-poor-female-and-minority-representation-cfjtmk25j)
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Meritocracy
What: Explain that meritocracy is a fallacy
Why: Understanding that ‘bad things happen to good people’ is important to understand why inequality still exists

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 if we are to move into 
a place of equality. 

Check in with the group, asking if wealth or class or education equal worth or morality?

If that’s the case – why are the homeless, benefit claimants or travellers seen as less worthy or somehow less moral? 
Why are the privately educated or rich seen as somehow more worthy or moral?

Key points:
• 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 if we
are to move into a place of equality.

• As much as we want to believe that hard work, commitment and being a ‘good person’ will bring you everything
you richly deserve in life, we don’t live in a meritocracy. All the effort in the world will only get you so far because
we don’t live in an equal society yet.

• 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.

What can I do?
What: Giving some suggestions of actions to take and leads into privilege section
Why: Spark ideas and suggest what to explore next

It can be difficult to admit sometimes but accepting and ‘owning’ the power you do have can be very liberating as 
well as being impactful.

Discuss:
Have a quick discussion about how to use your power for ‘good’.

Using your power for ‘good’
• when you’re at work, or at home, or consuming media, who do you listen to/trust/take the word of? Diversify

those voices
• can you use the power you’re afforded to speak up for the inclusion of identities and issues that aren’t there? –

for example, who is underrepresented in your team or network? Could you speak-up about that? Say something
like we ‘why don’t we have any lesbian, gay or bi people represented on this board or in this conversation about
inclusion?’

• physical presence (can you be a deliberate challenger or observable ‘observer’ to an ongoing situation – think
for example, of opening a conversation with someone who is being the target of racist abuse or deliberately
being nearby if you see a black teenager being confronted by the police, could you check-in that they’re ok? Or
stand nearby to be a witness – this will significantly reduce the chances of that young person being mistreated,
especially if you are a white man)

• where do you spend your money?
• who is in your team?
• who is given space to share their opinions/ideas?
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Privilege
Overall purpose of section:
• To discuss and understand what privilege means in this context
• To prompt learners to consider the privilege  they hold within their lives and how they might use that power

for ‘good’
• To move the discussion from what inclusion is to what it feels and looks like

Pig exercise:
What: Drawing a picture with the non-dominant hand to demonstrate what it might feel like for left-handers in a 
right-hand world
Why: To help explain privilege (note, this is not a valid example of privilege in the context of social inequality). 
Driving understanding and empathy with a minority group

Ask the group to draw a pig with their non-dominant hand – time them and then ask them to share the results. 
Bonus points for a curly tail, ears, legs, feet and snout!

Ask:
Right-handed people, how did you feel using your left hand?

We know that around 9/10 people are right-handed, so left handers are in the minority. Only 1/100 are truly 
ambidextrous but, a good proportion of lefties develop near equal ability with their right hand because they are 
forced to adapt by a world built for right-handers. 

You can check with the group to see if there are any left-handed people willing to share their experiences. Else, you 
can explain that it’s usually just a mild annoyance. For example:
• left-handed scissors and can openers aren’t common
• writing with pen and ink and tackling spirals on notebooks
• chair-desks which are just a bit of wood on the right-hand side
• guitars are strung the ‘wrong’ way up

Our world was basically built by right-handed people for right-handed people.. This shows us how some 
characteristics give us an unearned advantage over others in life – it doesn’t mean that right handers have it easy but 
that the world is more difficult to navigate for left handers.

Check in with the group - should right handers feel guilty about their advantage? 
Expected response: No.

Should left handers carry the burden of fitting in to the norms of right-handers, just because there are less of them?
Expected response: No

Key points:
• Feeling ashamed about the privilege(s) you hold as an individual or feeling blamed in conversations about

privilege isn’t useful. What’s more useful is owning privilege, reflecting on how it shows up and impacts on our
bias, and using this power to do something supportive.

• Having power reinforces mindsets, systems and processes over time. And its society being built by people like
you, with only people like you in mind, that leads to privilege.

• The voices and experiences of people with less privilege are often ignored or less valued. For example in sport,
where the Women’s Football league receives less funding, coverage and kudos than when men are playing,
which we also just call ‘Football’, ‘Cricket’, or ‘Rugby’.

Any notes
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Wheel of privilege
What: The wheel is a useful tool to help people understand their privilege in comparison to others
Why: Understanding and owning the privilege that we have is the first step to deconstructing it 

Introduce the wheel of privilege – it shows greater privilege in the middle, moving to less privilege on the outside. 

Optional
If you want to, you can show the group Slide 18 in the presentation which shows the wheel with some segments 
missing - you can then ask the group to fill in the blanks.

Slide 11
Show the full wheel and paste a copy of it in the Teams chat for the learners to download.

Split the group into breakout rooms, in 3s and 4s. 

Ask them to briefly discuss their initial reactions to the wheel and how they personally relate to it. Give them 5-10 
minutes to do this and then bring them back to discuss their conclusions. Slide 12 has some prompting questions, if 
that helps.

We all have areas of more privilege and less privilege, and for some of us that can change over time. 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:
• It’s a privilege to grow up in a home free from mental health crisis or addiction
• It’s a privilege to not be a carer for someone else, especially at a young age
• It’s a privilege to have never experienced domestic or sexual violence
• It’s a privilege to feel safe enough to explore your sexual orientation and gender
• It’s a privilege to have never experienced grief or traumatic loss

It’s also true that if you have a marginalised identity, you’re more likely to lack these privileges too, but 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. 

Key points:
• If the learners are stuggling to see some items as being privilege - ask them to imagine on the outer ring.

For example, if they don’t understand why ‘attractiveness’ is a privilege, ask them what life might be like for
someone who looks different (https://www.refinery29.com/en-us/2020/08/9987054/new-teacher-challenge)

• Privilege does not mean that you didn’t work hard in your life to achieve your goals; privilege just means that
your demographic factors did not make those goals harder to achieve.

• This 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 is not inherently wrong to have privilege. People cannot generally control what characteristics they hold, so we
shouldn’t feel shame ourselves, for having privilege.

• Where the issues lie, for our friends, family or colleagues who are less privileged than you, is that they face
unequal treatments and institutional disadvantages due to the same demographic factors that we do not suffer
from.

• It is often safer for a person with a dominant identity to challenge discrimination about a marginalised identity,
such as a white person challenging racism against a South Asian person.

• It’s also more likely (due to the way privilege works) that a white person will be listened to, especially by other
White people who often hold the most seniority and influence in organisations and institutions, more than
people from Black, Asian and minority backgrounds

Buying privilege
• Being able to ask about my partner’s treatment without having to explain my relationship
• Having multiple positive role models in the media
• Kissing/hugging/being affectionate in public without discomfort, threat, or punishment.
• Being able to find and seek out role models who look like me
• Being employed as a pre-school or primary school teacher without people assuming you will ‘corrupt’

their children.
• Raising children without worrying about state intervention.
• Being able to go to a doctor and have the doctor respond appropriately to questions regarding your health.
• Receiving validation and acceptance from your religious or spiritual community.
• Being able to freely discuss your relationship without fear of judgement.
• Being about to walk around your neighbourhood at night without legitimate concern for your own safety.
• If you have a bad day, or am in a bad mood, your gender is not to blame.

Other indicators of privilege
• Not having to “come out” as anything
• Learning about people in history or reading authors in school that share your identities
• Being able to get beauty products and plasters to match your skin tone
• Not being followed or started at by security or staff when you walk around a shop
• Being able to easily find positive, empowering reflections of your identity, relationship or family set-up in media

and entertainment
• Being able to find greeting cards that reflect your skin colour, gender or relationship
• Not having to ask for adjustments or support in order to do your job, get an education or use public transport.
• Your first language being the main one spoken in the country you live in
• Never having had to move from your home to escape a violent, life-threatening situation
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What can I do?
What: Highlighting how learners can leverage their privilege 
Why: Raising awareness of how they can raise up marginalised individuals

You can lead this section as a discussion if you would like.

Key points:
• You can’t generally control the amount of privilege you have, but you can use your privilege to challenge

discriminatory behaviour at all these levels. For example, you could use your privilege to:
1.	 challenge people because they will listen to you
2.	 consider and involve perspectives that are not present
3.	 voice that you are not comfortable with something that somebody has said.
4.	 join and highlight campaigns to make systems, such as education and legal, more equitable.

• Privilege is unearned advantages because of the dominant power your group holds in society, due to the
group’s historical and current access to resources, such as wealth, education, healthcare, and being associated
with social ideals and norms, such as being heterosexual, cisgender and non-disabled.

• We all have areas of privilege and have reflected on what they are for us individually
• Our privilege can be used for good. Those with greater privilege are in a safer (more powerful) position to

challenge discrimination and inequality and to redistribute resources and focus to groups that have less
privilege and so are often overlooked.

Any notes:
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Wrap up discussion
What: Use the remaining time (if any) to explore and consolidate
Why: Leaving learners with some actions to take forward, creating impetus and motion

Run this end piece of the session as you see fit using the most appropriate questioning and reflection exercises. 

Depending on how this session has gone, you might find that the learners may be in a number of different 
emotional positions. At the further ends of this, you may find that some are incredibly engaged, enthused and 
motivated to do more - or they may be feeling a bit defensive, attacked or guilty (don’t forget, this isn’t your fault).

Key points:
• Make sure that the learners have access to the post work booklet and encourage them to use it - especially the

bias section.
• If we are going to continue to create an inclusive culture, that is equally inclusive for all our colleagues,

regardless of identity, background or grade, we need to each be accountable for making and
influencing change.

• This is just the beginning of collectively increasing our understanding of inclusion in practise, and it’s often
uncomfortable to be made aware of issues and inequalities that you personally don’t face.

• We will all make mistakes and that’s OK. Be accountable, apologise and move forward.
• Signpost to post work, Leadershift Hub, My Learning, Good Habitz and Inclusion Hub

Pass out the link to the post work digital booklet and encourage the group to use the reflection exercises, the 
resources in the booklet, and the resources on the Inclusion hub.

End of session discussion:
How or what you discuss in this last section will depend on what kind of discussion you’ve had so far. With some 
groups this might be embedding the basics and talking about how their actions have impact on the people around 
them, with others it might be more in depth and focussed on specifics.

In this section, you could:
• revisit the ‘stinky fish’ exercise to confirm how learners feel now
• hold an open discussion or question and answer session
• provide some support in using the post-work booklet and circle of influence/control/concern or the self/team/

organisation circle to plan some actions with the learners
• revisit Co-op’s commitment to Endless Inclusion
• or spend the time covering a topic the learners feel would be beneficial

Keep in mind that some people will need more time than others to process and work through some of the 
information that they have heard or shared today, particularly if some of it caused emotional reaction or trauma in 
some way.

Suggested prompting questions
• What area of the business are you responsible for? What areas do you have influence over or input into? (e.g., a

food store, a HR team, IT systems, learning and development, policies, PR, content, A colleague network)
• What are the key inclusion and diversity issues in these areas of Co-op you are involved in?
• Based on what you’ve understood today about how power is unevenly distributed, how we all hold unearned

privileges that affect our outcomes, and how our implicit biases lead to microaggressions for people with
marginalised identities, what can you do or influence others to do:
• within your role at Co-op
• with the team, department or area that you lead on
• in your life as a whole

If the group are experiencing some difficult emotions, you could try using the scales on slide 13 or the word 
cloud on slide 14 to help them identify what they are feeling, explore, and talk through those emotions. If you 
feel it is appropriate, you can challenge some of these emotions. For example, if someone is feeling helpless, or 
overwhelmed, it is worth exploring the reasons why. If they are feeling like it’s an impossible goal, it’s appropriate to 
remind them that every step forward is still a step forward and to concentrate on what they can do.

If they are feeling guilty, attacked or defensive, it may be appropriate to explore why they are feeling that way and 
reminding them that part of the process of making change means going through a period of discomfort. These 
topics can be very inflammatory and difficult, and it can feel like a personal attack sometimes, particularly if we 
secretly know we’re part of the problem. Remind the group that so much of this is about the way our society is built 
and structured, or about the way our brain operates and that they can’t change any of it by themselves. 

Or if they are feeling enthused, engaged and motivated, it may be appropriate to start talking about the next steps. 
What piqued their interest? What will they explore next? How will they do this?
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