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The CIPD is the professional body for HR and people 
development. The registered charity champions better work 
and working lives and has been setting the benchmark for 
excellence in people and organisation development for 
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1  Introduction 
The Race at Work Charter was launched by Business in the Community in late 2018, with 
the aim of tackling ethnic disparities in the workplace. The CIPD was one of the first 
organisations to sign the charter. During the launch, CIPD Chief Executive Peter Cheese said:

‘The CIPD has consistently highlighted the need for organisations to be more 
transparent about how they report on the diversity of their workforce and how they 
reward, manage and develop people as a catalyst for creating more diverse and 
inclusive workplaces.’

Business in the Community (BITC) was set up nearly 40 years ago by the Prince of 
Wales to champion responsible business. With a membc.ret1a 

/race/
/
https://www.cipd.co.uk/about/working-with-us/cipd-life
https://www.gov.uk/government/publications/race-in-the-workplace-the-mcgregor-smith-review
https://www.cipd.co.uk/news-views/viewpoint/race-inclusion-workplace
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initiatives at department and team level so that everyone is accountable. Departmental and 

https://www.cipd.co.uk/news-views/policy-engagement/consultations/ethnicity-pay-reporting
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
https://www.gov.uk/government/publications/race-in-the-workplace-the-mcgregor-smith-review


Meeting the BITC Race at Work Charter: an employer’s guide

https://www.pwc.co.uk/human-resource-services/assets/pdfs/ethnicity-pay-gap-report.pdf
https://www.ethnicity-facts-figures.service.gov.uk/style-guide/ethnic-groups
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/race-inclusion-reports
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/race-inclusion-reports
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/race-inclusion-reports
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https://www.cipd.co.uk/knowledge/fundamentals/relations/disputes/managing-workplace-conflict-report
https://www.cipd.co.uk/knowledge/fundamentals/emp-law/harassment/factsheet
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Run an organisation-wide campaign on dignity and respect in the workplace
Focusing on the positive aspects engendering dignity and respect is a better focus 
and more likely to elicit engagement. Creating awareness and clearly setting out how 
employees should behave towards colleagues, customers and partners will ensure 
everyone knows what is expected of them. Crucially employees will know what kind of 
behaviour is unacceptable and could lead to disciplinary action.

Create a network of anti-bullying champions to support victims
Allyship has been very effective10 in many areas of inclusion, including race and ethnicity. 
Creating a network of anti-bullying champions that can be the first point of contact for 
victims can be powerful in helping employees to come forward. These champions can also 
signpost to sources of help.

Ensure people managers have adequate training
Line managers have an important role to play in preventing the escalation of incidents of 
bullying and harassment and can, if they address issues when they arise, foster informal 
resolution. It is important for managers to feel confident so that when they are faced with 
a conflict, they can address it. Resources for line managers on dealing with conflict at work 
are available on the CIPD website.

Carry out enforcement of zero tolerance approach
Zero tolerance should mean exactly that. If there are still incidents after the organisation 
has developed and communicated its anti-bullying and harassment policy and made 
attempts to foster dignity and respect among the workforce, a firm approach should be 

/toolkit/anti-racism-and-allyship-in-the-workplace-a-brief-guide/
https://www.cipd.co.uk/knowledge/fundamentals/relations/disputes/workplace-conflict-people-manager-guide
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Create an inclusive organisational culture
An inclusive organisational culture where employees bring their whole selves to work, 
where no one has to try to ‘fit in’, will lead to more authentic behaviour and improved 
performance. The CIPD report, Building Inclusive Workplaces, defines inclusion, makes the 
case for why it is good for everyone – not just people with protected characteristics – and 
how people professionals and wider business can become more inclusive.12

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/building-inclusive-workplaces
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
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minority employees feel the need to alter some aspects of their behaviour to fit in, and 

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/race-inclusion-reports
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Offer high-quality line management and support
A key enabler for both white and ethnic minority employees (30%) is good-quality line 
management at key points in their career. Conversely, 36% of employees whose career 
progression had failed to meet their expectations said they had experienced poor-
quality line management.19 Employees given people management responsibilities need 
to be equipped with the appropriate skills and knowledge, including how to support the 
career development of their reports. Line managers should be provided with training 
and guidance on using meetings and performance appraisals to assess the skills gaps of 
employees and identify development opportunities. Resources on supporting development 
are available as part of the line manager support materials on the CIPD website.

Give improved access to training and development opportunities

https://www.cipd.co.uk/knowledge/fundamentals/people/line-manager
/race/
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/anti-racism-strategy
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/conversations-race-work
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/bame-career-progression
https://www.cipd.co.uk/knowledge/fundamentals/emp-law/race-discrimination/factsheet
mailto:race%40bitc.org.uk?subject=
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Lead on race inclusion strategy and support the rollout of initiatives
In all organisations and particularly in smaller firms with no HR function, the starting point for 
improving race inclusion is understanding the legal requirements associated with employing 
and managing people, including employment contracts and status. It is crucial that key 
people management practices, for example recruitment and reward, take place without bias 
or discrimination. The CIPD’s People Skills Hub provides access to resources on the people 
management ‘essentials’ that need to be in place to underpin an inclusive business.

Once the core HR and people management policies and practices are in place, business 
leaders and managers should work with HR/I&D if they have these roles in-house or 
(where possible) engage an external consultant to help develop I&D strategies, policies 
and initiatives. These should be developed keeping in mind the size of the organisation and 
its access to resources. Employers can access the free resources of the CIPD, including our 
research report, Diversity Management that Works.

Capture ethnicity data and publicise progress
Collecting data may be more challenging within smaller organisations, particularly considering:

• Small sample sizes may make it difficult to aggregate data and protect individuals from 
being identified.

• Encouraging the disclosure of race and ethnicity data may also be difficult; employees 
may be concerned about being identified and there may be issues around trust in 
management to use the data only for equality reporting purposes.

• There are challenges in carrying out meaningful analysis, especially where small changes 
in the employee profile can skew the results.

• It may be challenging to publicise progress for all of the reasons already mentioned, 
to protect anonymity, and there may be a lack of meaningful analysis and potentially 
misleading results.

Employers need to think about their organisation and what is possible in terms of 
reporting while ensuring individuals are not identifiable. Consequently, small and micro 
employers should focus on engaging with individual employees via one-to-ones, for 
example, where they can ask individuals about their perceptions of fairness and equity 
in the organisation. This may serve as a better measure of the impact of inclusion and 
diversity programmes instead of attempting to collect large data sets.

In slightly larger organisations of more than 50 staff, and certainly in those with over 
100 employees, collecting and analysing workforce data becomes increasingly important 
to understand employees’ perspectives on racial inclusion and if there are areas of the 

https://peopleskillshub.cipd.co.uk/managing-people-essentials
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
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that, as your business expands, everyone is made aware of the business standards, values 
and culture of inclusion that you wish to foster. Managers should gain an understanding 
of managing conflict so that they are equipped to address any issues when they arise. 
This may be done through training or accessing some of the free resources available from 
the CIPD, including our report, Managing Conflict in the Modern Workplace. There is also a 

https://www.cipd.co.uk/knowledge/fundamentals/relations/disputes/managing-workplace-conflict-report
https://www.cipd.co.uk/knowledge/fundamentals/relations/disputes/workplace-conflict-people-manager-guide
https://www.cipd.co.uk/knowledge/fundamentals/emp-law/race-discrimination/race-workplace-faqs
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/race-inclusion-reports
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