Diversity, and how to d

People who work in the voluntary sector like to
think it’s a pretty inclusive place. While their
friendsin the private sector earn all the money and
those in the public sector have job security, they at
least know they are part of a sector that is open,
diverse and, allinall, agood place towork. If people
from minority backgrounds cannot rise to the top
inthe voluntarysector, where can they doso?

But try counting the number of charity leaders
youknowofwhoarenotwhite, orwhoare disabled,
or who are gay or lesbian. Chances are you haven’t
used all the fingers on one hand. Look at your own
chief executive and chairman. It is very likely that
theyare white heterosexual menin their fifties with
nodisabilities.

As Julia Oliver, a partner at charity recruitment
firm GatenbySanderson, says: “ At senior manage-
ment levels within voluntary organisations, black
and minority ethnic groups, women and disabled
people are woefully under-represented.” She adds
that this is no different from other sectors, but the
wheels of change are turning more slowly within
the voluntary sector, which she says needs to work
harderinthisarea.

Not only does this sit uncomfortably with the
sector’s view of itself as inclusive and diverse, it is
also thought to be damaging the sector’s perform-
ance. A wider level of diversity among leaders
wouldleadto greaterinnovation and empathy with
beneficiaries, and it would allow the sector to draw
fromawiderpool of leadership talent.

However,itisnotoriously difficultforanyorgan-
isation tofoster greater diversity amongitsleaders.
There are very few quick fixes, and many of the
actionsitis necessary to take can be highly contro-
versial. Progress is likely to be slow and difficult,
but progressisin the air. Here are six steps you can
take to help your organisation develop a more
diverserange ofleaders.

Be prepared to face opposition

Not everyone believes an organisation should aim
to have greater diversity among its leaders. Many
peoplebelieve thatleadersshould bechosenpurely
onmeritand that their ethnicity, gender, disability,
sexual orientation, age and so onshould be entirely
irrelevant. If you believe differently and you want
to build a more diverse leadership, you must be
prepared toface opposition.

Cyril Husbands has recently joined HR consul-
tancy Berkshire Consulting from Victim Support.
He says: “Voluntary organisations must live up to
the values they promote, but not everyone sees it
this way. It’s especially difficult when funders disa-
gree withthe work you're doing ondiversity,andin

some cases youneedtoacceptthatyou'lllose fund-
ing because of this. In my experience, however,
once they’ve seen the results of a more diverse
leadership, most funders are quick to return to
thefold.”

Audit your selection process
Employment Opportunities is a national charity
that helps organisationsin all sectorsrecruitstaff at
all levels from a more diverse range of back-
grounds. Chief executive Karin Pappenheim
says that a key step for all organisations is to
audit the selection process to ensure it is entirely
non-discriminatory.

“It is important to look thoroughly at every
aspect of your selection process, because so much
discrimination is inadvertent, For example, online
application forms can discriminate against people
with dyslexia,” she says. “Some conditions affect

“amy

anindividual’s ability tocommunicate,so youneed
tomake it clear to all applicants that you will make
reasonable adjustments. Just making the changes
isn’t enough; you also need to communicate to
applicants thatyou’re doingit.”

Widen your recruitment net
The potential leaders of your organisation might
not all read The Sunday Times’s appointments
section, or whatever mainstream media you use
toadvertise your top positions. Soitmakessenseto
advertiseinmedia thatare consumed by the minor-
ity groupsyouare trying toreach.

Youshould also go to the right carcers fairs and
link into networks that will help youreach the right
people. Peter Armitage, director of Hays Execu-
tive, a recruitment consultancy, says: “It’s not
enoughtoputanadintheblack and minority ethnic
press. Youneed to getinvolved with groups such as



our Inclusion Network, a group of 750 people from
awiderange of backgrounds.”

Get help from other charities

When the British Red Cross decided, just over two
years ago, that it needed to increase the number of
its leaders with disabilities, it went to Scope for
help. Fiona Adamson, living diversity project
manager at the British Red Cross, says: “Scope’s
leadership recruitment programme is helping us
find the leaders of the future by arranging place-
ments of up toayear [or high-flying graduates.

“We’ve had three so far and have learned a lot
about what it means to have disabled people in the
organisation and what we need to do to encourage
greater representation,” she adds. “Scope’s assist-
ance has been invaluable, Not only has it helped
select the right individuals, but it has trained them

and ustoensure the placements are successful.”
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When you're seekiné néw senior staff, gétt_ing the right mix of applicants is
easier said than done. Alex Blyth offers six steps to expanding your reach

Case study 1
Christian Aid’s call
folndia

Daleep Mukarji was originally a medical doctor in India and
had neverworked in the UK. So he was surprisedin 1997 to
receive acall from Christian Aid's head office in London
asking if he would apply for the post of director of the charity.
“The board took a big risk hiring someone from my
background,” he says, “but it was also a bold statement
about the diversity and internationalism of the organisation.”

Nine years on, he is still in the position, and he offers this
advice to other charities that are keen to increase the
diversity of their leaders: “Make a genuine commitment toit
and start with the board. Provide diversity training to
everyone in the organisation and encourage a culture of
respect. There is still much more that Christian Aid has to do
inthis area. We need to do more to encourage people with
disabilities to join our organisation, especially at a leadership
level. We 're working on our access facilities and the board
monitors it continuously.”

Casestudy 2
How Scope saw
the potentialin
disabled recruits

Inthe past three years, Scope has dramatically increased
the number of its employees - includingits leaders —who
have disabilities. In 2003, about 4 per cenl of its 3,500
employees had disabilities, so the organisation decided to
take positive action.

Chris Sherwood, access and diversity manager, says: "We
actively targeted disabled peaple, telling them we welcomed
applications, advertising in publications such as Disability
Nowand working with local disability groups to encourage

| people atall levels to apply for jobs here.

“We also worked to raise the profile of the issue within the
organisation. Seventy per cent of disabled people have
impairments that aren'timmediately obvious, so they'll
often keep them hidden at the workplace. Through training
and networking groups, we encouraged our staff to be open
about their disabilities, and many of them did come out.”

The charity took advantage of a loophole in the law that
allows positive discrimination in favour of people with
disabilities. Now 20 per cent of the organisation’s
employees and a third of its senior management are people
wha have disabilities.

“We're now practising what we preach,” says Sherwood.
“I can’t think of any other organisation where one in five of its
employees is disabled. Not only has this empowered our
waorkforee, it also means we're more reflective of those in our
user base and better able to respond to their needs.”

Know where positive

discrimination is possible
For many people, discrimination is discrimination,
whether it is positive or negative. However, if you
are serious about creating a more diverse leader-
ship in a short space of time, you may well have to
discriminate positively. Jim Lister, a specialist in
employment law at solicitors Pannone LLP, out-
lines the dangersinvolved in doing this.

“The purpose of the discrimination legislation is
toensure equality, notto award a particular minor-
ity an unfair advantage,” he says. “For example,
an employer cannot appoint a candidate from an
ethnic minority ahead of a better qualified white
candidate simply to improve its diversity figures.
Todoso would unlawfully discriminate against the
white candidate.”

Nevertheless, there are a few key exceptions to
thisrule.

First, Lister confirms that some limited forms of
positive action on the grounds of sex, race, religion
or sexual orientation are acceptable, such as offer-
ing under-represented minority groups access to
facilities for training or encouraging them to apply
todo particular work.

“Second, because ofaloopholeinthelegislation,
itisnotunlawful todiscriminate positivelyinfavour
ofadisabled person; they may be appointed or pro-
moted overanon-disabled candidate,” Lister adds.
“In fact, because of the obligation to make reason-
able adjustments for disabled employees, in some
cases the employer may be legally required to
discriminate positivelyin their favour.”

Focus onthebenefits

Finally, you should emphasise the benefits of
diverse leadership to all of your stakeholders. It is
easy for diversity to become an organisational goal
towhich everyone subscribes, but few are sure why
they do so. Christine Lloyd, executive director for
people and organisational development at Cancer
Research UK, stresses this point.

“Diversity shouldn’t become simply a mantra,”
she says. “It’s vital to keep on reinforcing why it is
soimportant.”

Lloyd outlines those benefits. “Embracing
diversity allows us to access a much wider pool of
talent, and generates innovation and creativity,”
she says. “Most critically, though, diversity is
fundamental to our work. Cancer doesn’t discrimi-
nate, so our beneficiaries are as diverse as society.
Ifwe’'re to do our work properly, we need toreflect
thatdiversityatalllevels of our organisation.” M
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