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introduction
The impact of the Equality and Diversity Act (2010) (EDI) is far reaching and permeates all aspects of our lives both personal and professional. It stipulates the way we should behave, speak to, value, and accept people for who they are (perceived flaws and all) including their culture, values, and beliefs. It also stipulates the minimum level of behaviour and acceptance we should expect from others and not accept anything less. 
However, Kukathas (2002) highlights that the definition of equality is broad and its scope immense. We need to define the equality of what (the law) and the equality of whom. There is also the very thorny issue of the effect of politics, society, culture, and beliefs on equality. Even in egalitarian society there is a difference of opinion in applying equality. Some believe it should be localised to each individual society, others feel some equalities should apply to the whole of humanity. There are pitfalls to both these points of view which depend heavily on the definitions of society and if any, class division within it.
Jindra (2014) also highlights the oscillation of movement between equality and diversity by society, regulation, and organisations. Neither of which have produced a truly satisfactory outcome which Jindra (2014) and Kukathas (2002) attribute to the lack of consideration for the influence of society culture, beliefs, and values. There is also an implicit expectation for cultural minorities to assimilate and conform to the majority’s social norm to produce a homogenous society. Shweder (2008) defines this as the equality/diversity paradox. There is a trade-off between wealth and diversity equality and how much equality is achievable in society.
It is the aspiration of my employer, a Local Authority, to be an equal opportunity employer and be a role model of good practice for all organisations locally and one of the top employers nationally. There is also a financial incentive to achieve this with Glassdoor and CIPD (2022) advising the average cost to hire in the UK is £3000. However, this varies according to the sourcing, hiring, and onboarding practices of the organisation, the rate of new starter attrition, and level of the vacancy in the organisation.  Also, Olsen (2018) in PwC’s 20th CEO Survey, 77 percent of CEOs said they saw the scarcity of key skills as the biggest threat to their business. It is imperative that Human Resources (HR), which is considered as an overhead operation, needs to reduce attrition and recruitment overheads for the organisation to allow for further investment and improve competitiveness. Particularly when the CIPD Resourcing and Talent Management report (2022) shows that 60% of organisations are finding retention difficult compared to a year ago.	Comment by Lowri Harris: This can be referenced with just  'Olsen (2018)', the rest of the info will be in the reference list. 	Comment by Lowri Harris: So, :
Also, Olsen states that 77% of CEOs....
As concluded by the literature review there is no one size fits all when it comes to EDI good practice. This critical analysis will assess how the research can support the development and improvement of my current organisational practice, and the role of equity for the individual in these processes and what would be applicable to me as an individual when changing organisations.
As highlighted in the literature review, Armstrong (2003); CIPD1(2022) and (Kew and Stredwick p313-4 (2010) Good EDI is dependent on both the explicit (legal) and implicit employee contract which is influenced by:	Comment by Lowri Harris: no need for a capital G	Comment by Sarah Loxdale: do you need to add 'state that' before you note 'Good'?
· Clear vision and mission statements for the organisation.
· Transparent well communicated policies and processes which are holistic living documents seen to be used, adhered to, updated, and monitored.
· Good communication strategy containing a strong, planned for employee voice
· A culture and climate of high trust between management and employee at all levels
· Transparent pay, appropriate benefits documentation, and job value process
· Strong recruitment, retention, and learning and development (L&D) processes.
My organisation and I agree with this advice, but I would also agree with Schmidt (2018) and Armstrong (2002), that the above documentation developed by organisations should be cultivated using all levels of the organisation not just management or HR and advises that they should be revised regularly.  Also, how the policies are implemented should also be analysed (Ulrich 1997, Truss 2000). This is pivotal to the implicit diversity message from the managers and the organisation to the employee and the gap between process and practice always needs to be assessed for a truly successful implementation.	Comment by Lowri Harris: Schmidt and Armstrong also advise...
However, I must also be pragmatic and on one hand see that organisations in the current financial pressures this may not be considered cost effective and the cheaper management or HR development only option maybe prevalent.  On the other hand, this must then be balanced by the effort then required by L&D to promote, train, and instil the desired culture the organisation wishes to demonstrate as their brand rather than have it automatically internalised by employees because they created it. The organisation itself must determine where the value lies and act accordingly.	Comment by Sarah Loxdale: You may want to read this sentence aloud

My organisation reviews its policies regularly particularly HR related ones which are subject to caselaw and legal amendments. Being a Local Authority (LA) there are several further processes all policies must complete before being adopted, e.g., discussions and sign off from trade unions heads of service, the Chief Executive Officer (CEO)/board and council members. The processes also vary widely according to the type of policy.  Some must be ratified by the Senedd. It is this additional burden that can negate using additional steps in developing or updating a policy. It often, gives public bodies the reputation for being slow and sometimes backward about going forward during any improvement implementation.	Comment by Lowri Harris: that all policies must go through prior to being adopted? 

Perhaps read it again, as policies cannot complete processes, people complete processes. 	Comment by Lowri Harris: These two sentences would read better combined, both are very short.	Comment by Lowri Harris: just adding an 'and' would work. 
Although pragmatic, Jindra (2014) Lucas, Lipton, and Mathieson (2006), and I believe there must be a strong opportunity for employee voice to support the development and revision of the policies to enable the organisation to promote an inclusive and supportive culture which is essential to good practice. In what form this takes, is organisation dependent but must be documented in the policies and supported by any certification or accreditation e.g., Investors in People (IIP), Stonewall. 
My current organisation must provide an equality report to the Senedd. IIP and Stonewall conduct surveys for continued accreditation and the organisation itself conducts an employee satisfaction survey. However, if this is the route taken to support a culture of trust, the organisation must be seen to be acting on the results of the employee voice with two-way conversations. (CIPD1 2022).	Comment by Lowri Harris: Short sentence, can it be expanded on? 
Like (Schmit 2018) I agree the issue is that the use of employee voice is advisory not mandatory. Often, it is not measured as a KPI which would be supportive of developing the above behaviour. Measurement using financial and non-financial parameters is also suggested by Bunderson & Sutcliffe 2002; Park (2020). Quantifying diversity as part of the recruitment and retention metric and linking it to the employee survey and accreditation would also elevate the argument to the CEO and board lending weight to the value and cost effectiveness of diversity. 	Comment by Lowri Harris: Should be: 

Like Schmidt (2018)
Also, check your spelling here.	Comment by Sarah Loxdale: Is Schmidt/Schmit noted in your reference list?
Schmidt (2018) Nordic research into gender parity shows that a holistic, comprehensive persistent national approach, financial and political incentives, legislation and being proactive with monitoring and accountability, using policy, quotas and ear marking of roles can improve diversity outcomes.  In Australia, Baker, Ali, and French (2018) in their gender parity research into the mining and property workplaces found employers take a compliance only approach to legislation. Organisations only need strategies and policies in place and the research reports gender parity lagging, with little or no additional initiatives to develop it further. However, it does have one comment to note that the development of more flexible working opportunities has supported the female population into more roles in both markets.	Comment by Lowri Harris: Baker et al 
(if you have multi surnames, you can change it to 'et al') 

The use of measurement and reporting has also been proved with the new legislative requirement for UK gender pay gap reporting which has stimulated organisations to improve their responses. I can only hope this will also apply when black and minority ethnic (BAME) pay gap reporting is eventually implemented and it will lead the way to discussions about the different cultures and beliefs and inclusion. If my organisation is any example for BAME pay reporting, there is already advanced planning and discussions prior to the legal implementation.
As discussed in the literature review, Armstrong (2003); CIPD1(2022) and (Kew and Stredwick p313-4 (2010) who together with Kandola and Fullerton (1994) advise that EDI is a valuable source of competitive advantage for an organisation encouraging innovation rather than conformity to an organisational norm because of cultural difference and experience. Yet there also seems to be an implicit suggestion from them, which I totally disagree with, that managing and perfecting diversity is the panacea for supporting talent management and resolving the current recruitment and retention issues being experienced globally across all sectors.  I can see that in areas where the percentage BAME population is high this may be a valid opportunity to increase the talent pool if the required skills are available. However, in the area covered by this LA this would not be the case and BAME in our workforce already matches that of our population census data. I am cognizant of the fact that I have not completely considered different religions and experiences as part of this observation.
However, Schmidt (2018) and Park (2020) suggest that diversity as a source of competitive advantage is not always the case. Diversity must be managed adroitly according to the organisation’s environment and culture right down to the activity being completed by a diverse group of people to achieve advantage.  This would mean it could not be a solution for all talent issues and require active management and participation at all levels. 
Herein lies the dilemma. CIPD Inclusion in the workplace (2021) prejudice and negative attitudes can be entrenched at all levels of the organisation, supported by implicit manager expectations and behaviours. Schmit (2018) points out they can be difficult to root out and replace with more progressive ones particularly if the organisation operates a top-down approach enforcing the EDI policy and way of working. Schmit (2018) also suggests managers who do not take EDI onboard can act as saboteurs, reducing the efficacy of the policy when recruiting and appointing, particularly if quotas or positive action are incorporated to promote EDI. My organisation offers EDI training as part of an online onboarding package to employees, to orientate and advise them of the behaviour we expect as an organisation and inform them of the processes if these behaviours are not adhered to. This training is continued during their induction and probationary period and revised at regular intervals during the employee lifecycle or when changes are implemented. However, organisations need to consider if attitudes are so entrenched that this is enough, particularly if managers are recruiting. Should managers read documents specifically targeted for recruitment every time they wish recruit or have regular refresher training?	Comment by Lowri Harris: Can this be expanded on, or can you join to the next sentence to balance and explain this particular statement. Perhaps a semi-colon would suffice ';'. 	Comment by Lowri Harris: Spelling	Comment by Lowri Harris: Spelling	Comment by Lowri Harris: You need another statement here to complete the paragraph and respond to the question. 
Even if it is something along the lines of... that this is down opinions or organisation processes. 
Like Australia, we have no legal requirement for an inclusion policy, but CIPD recommend one is in place to demonstrate an organisation takes its social and moral obligations seriously. There is also added pressure on corporate responsibility, no longer just for the environment, now potential employees are assessing the overall reputation of an organisation before considering them as an employer. CIPD are recommending organisations publicly advertise all the work they do to promote their EDI. As an organisation maybe we should consider investigating using the Nordic method and extrapolate if it would work not only for gender but all areas of EDI and in our own specific context. 	Comment by Lowri Harris: that an?
The UK CIPD (2018) report for diversity in the workplace agrees with Schmidt (2018) and Park (2020) for the need to manage all aspects of diversity promotes recommendations in six key areas. This analysis will focus on the recruitment section of the report.	Comment by Sarah Loxdale: in promoting recommendations in the six key areas.
What are the six key areas? Can you add 'as previously noted'.	Comment by Sarah Loxdale: Can you check this sentence? what does this link to?
Until now the analysis, like the research, has focused on the organisational and financial context and benefits of inclusion and diversity. This should be considered a shortcoming of the existing research. Future research should also evaluate the individual context and benefits of diversity and inclusion. 	Comment by Lowri Harris: Is this talking about the analysis in your assignment, or more general in the CIPD report?
Recruitment should consider the individual context when trying to attract candidates from diverse backgrounds. The CIPD Diversity and Inclusion at Work report (2018) advises HR to objectively assess adverts, their location and method of publication, profiles and any branded document for their wording and the picture they paint of the organisation to determine if they deter diverse applications. This is particularly pertinent when recruiting areas are dominated by one group type. The report also highlights that both conscious and unconscious bias are evident throughout the recruitment process. CIPD Inclusion and Diversity in the workplace (2021) advises and suggests actions for organisations to take to try and mitigate the effects. Armstrong (2003) also agrees with the advice of CIPD but even though it advises to take care when selecting characteristics for interview he also advises the use of bio data during the selection process this I do not agree with as it could support disability, gender, age, educational and race bias. This could be due to the advice dating back to 2003. Yet I do agree with the advice for using a wide range of appropriate methods to assess the candidates for the role required. The Head for Hiring research report (2015) provides a very practical approach with 18 tips for better recruiting practices and an insight to behavioural science and bias.
To counter any bias during the recruitment process, my organisation has taken the advice of the Diversity in the workplace report, the CIPD factsheet and the CIPD research to:
· Provide all managers with appropriate recruitment training 
· Audit the job description, advert, and documentation to display neutral wording to encourage diversity before publication.
· Consider the appropriate location of adverts to attract skilled diverse candidates.
· Redact specific personal information from the application form 
· Promote documenting the shortlisting process with the reasons for selection against the job profile’s essential criteria.
· Encourage applicants to expect and ask for any support they need for a fair and equitable interview and assessment process.
· Promote documenting interviews using a mark sheet to assess applicants on their answers to the interview.
· Conduct interviews using a panel of two or more people who mark separately and finally collaborate on the outcome. Any panel disagreement is escalated to a more senior manager.
· Provide appropriate and supportive feedback to applicants when requested using the information from the documenting process.


One point to note from the UK report and Schmidt’s Australian research is that the change in the culture of organisations due to COVID, and the increase in opportunity of more flexible working conditions has also supported diversity. The CIPD building inclusive workspaces research report (2019) also supports this reporting 30% actively advertise roles as flexible working, 47% as open location, 68% has said it has helped recruit and retain more talent and it features in the top 5 important aspects of employer brand across all the sectors.
A worrying comment from the CIPD Building Inclusive Workspaces Research Report (2019) is that relatively few organisations are making all efforts to remove bias from their recruitment processes but the public sector score highly across the board. This does not bode well for diversity or inclusiveness in the UK.
All this effort to improve diversity and develop the organisation’s access to talent is of little consequence if the inclusion part of the strategy is neglected. The CIPD Building Inclusive Workspaces Research Report (2019; p23) describes inclusion as the employee’s experience of where they fit within the organisation, whereas diversity is the differences represented within the organisation. It emphasises that it is not just down to people services, but they must challenge bias, structural barriers, influence management and role modelling the desired behaviours and bringing their ‘authentic’ self to the workplace.
The report recommends a systematic approach with careful strategy and considered implementation using a holistic view of people value in the organisation.  We must use: 
· Honest conversations about the impact of bias and group dynamics,
· Remove barriers at every step of the employee lifecycle, 
· The use of diversity metrics to assess overarching inclusion success at all levels
· Target resources to evaporate continuing barriers within specific areas of the organisation. 
My organisation is already using many of the metrics needed to implement this work and has recently made further improvements by implementing a leaver survey and piloting and bringing online a starter survey. Further development and cohesive combined analysis of all these metrics would also take us to the next level of understanding our people, their management and leveraging more scope for investment and budget savings. 
Linking this report with the CIPD Resourcing and Talent Management Report (2022) is an important resource for providing facts, figure, and comparisons across the different sectors. The report itself shows this will be of vital importance with it reporting 71% of organisations had difficulty attracting candidates, 60% reported retention difficulties and 2/5ths expect an uplift in budget reflecting the increased challenges and costs. The report also provides a window into potential future trends for people management, pinch points (e.g., pay gaps between public and private sector) some of the areas others are focusing on, a level of comparison between sectors who are competing for the same talent pool and how what we are already doing is positioning us in that competition, areas we may need to consider in the short and medium term to influence the long-term outlook and position. 
Using this report to look at my organisations position in the public sector, we are working and moving forward well addressing many of the key areas in the report for recruitment, EDI and pay and benefits. For recruitment and customer service we need to further investigate:
· The opportunities AI presents
·  different entry route levels into the organisation we already have apprentices and graduates but need to start considering the areas of work placements internships, career returners and mid-career change opportunities particularly with our aging population and the need for us to work longer to support our lifestyles.
· Develop technology to speed up the recruitment process and create a more bespoke personal experience.
· Develop further metrics to quantify recruitment return on investment (ROI) to support talent development and acquisition pathways.
· Develop the organisation brand to attract candidates and target it for the specific sector. The order of importance to the candidates differ according to sector.
· Increase training opportunities for recruiting managers and developing more inhouse talent and redeploying across the organisation as we did during COVID.
Throughout this analysis there has been mention of training and its importance to deliver diversity and inclusion in the workplace. The effort required by L&D to deliver this outcome is dependent on the implementation strategy of the corporate policies. 
 Learning and development (L&D) play a larger part than just training. It supports recruitment, reward, and retention. During recruitment, offering training as a reward can widen the appeal to a larger talent pool. It can retain staff by providing an appropriately challenging curriculum to improve skills and professional qualifications and career progression and bolster the psychological contract between employer and employee improving commitment and productivity (Page-Tickell 2018). CIPD1 (2022) also advise that L&D have an ongoing role for induction, onboarding and maintenance of awareness and changes to all policies and any inclusion and diversity initiatives which should be an ongoing process for any organisation
However, when it comes to training, we need to consider equity. L&D have finite resources and organisations have a minimum package of essential training requirements for each employee. These are set out in the organisational policies, regulation and departmental requirements which have priority. Individual needs must be assessed for everyone to meet these minimum requirements. 
Most L&D departments including my organisation, carry out a training needs analysis plan which has an aspect of future proofing for their organisations in conjunction with departmental managers. Linking this with the department’s workforce plan enables managers to develop their teams and in-house talent to enable flexibility, meet their departmental and financial targets and create opportunities for further staff investment. Manager selection for training can also be affected by bias and favouritism (Page-Tickell 2018). For this reason, L&D in conjunction with HR are perfectly placed to provide balance to access training opportunities and monitor through metrics.





Recommendations
The research suggests that considering the current placement of my organisation. The following short and long term recommendations will support improvements to our current practice.
short term
· Assess the available support, provision and refresher requirement for manager recruitment training and advice.
· Develop further metrics to analyse: ROI, staff movements between departments; training provision trends and recipients, 
· Assess all branding using an EDI lens

longterm term
· Pilot and implement a mover survey to develop metrics on the reasons for staff moving departments and if they are linked to EDI issues.
· Survey unsuccessful applicants to assess EDI on type of metric needed and the regularity of the assessment 
· Investigate AI and how it can support HR policy, training, accessibility of information, recruitment, and EDI
· Link the metrics for all staff surveys to gather information on staff movements
· Investigate the entry routes into the organisation and how we can diversify
conclusion
For me as an individual, what knowledge and understanding do I take away from this module that I could apply to any organisation? 
 The ultimate outcome of all EDI work is to value every individual, their ability, experience, and culture and the benefits they bring to an organisation. To provide equity of access to pay benefits, opportunities for progression, training, and acceptance to bring their true authentic self to work. 
One of the most important outcomes of this research is that as individuals we must always be self-aware and question the basis for our opinions, views, or beliefs. We must be actively interested in and engage with others on a social and profession level, be courageous enough to ask questions, challenge others and the organisation about their viewpoint. As a HR professional I must be all the above and a role model for the most appropriate behaviour and use my professional capability to ensure it is the right of everyone, not just those in my organisation, and be courageous enough to whistle blow should the need arise.
The analysis also highlights the importance to:
· View the brand and all documents associated it through a set of lenses that ensure the vocabulary and ideals of the documents are not off putting to diverse groups and both explicitly and implicitly support inclusion.
·  Have polices that are living documents and supported by all managers in the organisation.
· All EDI training is actively provided in a variety of formats and willingly undertaken and viewed as an important priority.
Recruitment and retention are becoming far more difficult and inter sector competition is becoming fierce in a candidate market where ghosting, declining offers and withdrawals are becoming more frequent. We need to take a more active approach promoting EDI, flexible working, training, and progression opportunities, and pay and benefits to secure a more equal and diverse workforce and secure top talent. This organisation is already achieving success in this area and implementing many of the recommendations from the research and reports analysed here, but as always there is room for improvement and development as suggested in the recommendations.
	
	
	



Another   conclusion we can draw from the research is the speed at which the market is changing. We, like all organisations, need to be more flexible and agile with our workforce planning and recruitment processes to keep up with change. We also need to be more agile in the dispersion of our staff.  Covid showed we could do this when we redeployed staff between departments to cover lock down.  We also need to be able to ensure we accommodate the talents our staff have, or wish to develop, with training or secondments rather than making external recruitment our first port of call.
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