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Racial equity in nature About this toolkit

About this toolkit e e

to help projects and

organisations in developing
inclusive recruitment
practices and addressing
the lack of representation
of staff from ethnically

diverse communities.

What is this toolkit and who is it for? ! We use the term ‘ethnically

diverse communities’' as an
alternative to the acronym

We've created this toolkit to In this toolkit you'll find key considerations ‘BAME’ to describe Black, Asian
support organisations in the natural and recommendations to supportin and minority ethnic people. We
heritage sector to develop inclusive building a more diverse talent pipeline recognise that identities can
and equitable approaches to the and promoting greater racial equity in be complex and intersectional.

. . . We are also aware that for
recruitment and retention of early the workplace. In doing so, we present a

. . ] ) many, these terms may feel

career talent, with a particular focus solutions-based approach to tackling the inadequate or limiting. We
on young people aged 18-25 from skills gap and lack of racial diversity across keep the language we use
ethnically diverse communities.? the natural heritage sector. constantly under review.
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Racial equity in nature

About this toolkit

While we've designed this
guidance primarily for

those working in the natural
heritage profession, it can
also be used by projects and
organisations working across
the wider heritage sector. It

can help anyone looking to:

B recruit and train a more
diverse volunteer base

B deliver work placements
and skills training,
particularly those aimed
at entry-level and/or
under-served talent

B build and strengthen
organisational resilience

and governance

How was this toolkit developed?

Racial equity in nature has

been developed and informed

by insights gathered via virtual
interviews with a number

of environmental projects,
organisations and partners
between July and December
2021. We spoke to people actively
working to improve access to the
environment sector, specifically
for young people and ethnically

diverse communities.

Thank you to everyone who
made time for these interviews
and generously shared their

knowledge and experience.
(See: Acknowledgements.)

The interviews focused on:

B exploring motivations behind

increasing the diversity of staff
in the land and nature sector
understanding the challenges
and barriers faced by Heritage
Fund applicants, grantees,
stakeholders and the wider
natural heritage sectorin
recruiting and retaining entry-
level talent and those from
ethnically diverse backgrounds
approaches organisations
have taken to develop

more inclusive recruitment
strategies and build

a more diverse and

equitable workplace
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Racial equity in nature Background

Staff from minority ethnic

BaCkgrOund backgrounds make up just 3.1

per cent of the environment

sector’s workforce (Policy
Exchange 2017 report). This
makes it the second least
racially diverse sectorin the

UK, after farming.

3.1%

of the environment sector'’s
workforce are from a minority
ethnic background.
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https://policyexchange.org.uk/wp-content/uploads/2017/03/The-two-sides-of-diversity-2.pdf

Racial equity in nature

The National Union of Students, Equality Trust and
Institute of Environmental Management and Assessment
carried out additional research on diversity data in the
environment sector and perceptions among students in
further and higher education. They found that students
from black, Asian and other minority ethnic backgrounds
were more likely to be discouraged by the lack of

diversity within environmental organisations.

More recently, the think tank Resolution Foundation
analysed the impact of the coronavirus (COVID-19)
pandemic on the youth labour market. They found that

over 40% of young people aged 18-24 were affected by
lockdowns and unable to access employment.

of young people were affected
by lockdowns and unable to
access employment

Background

The impact of the pandemic on young
people’'s employment prospects has
further widened the existing skills
gaps and shortages in the UK and

questions the long-term efficiency of the

sector’'s workforce.

If the sector delays efforts to resolve
these interconnected issues, inequalities
in access to the natural heritage sector
will only worsen for young people from

ethnically diverse backgrounds.

With this in mind, it's clear that the sector

must act now.
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https://www.sustainabilityexchange.ac.uk/files/20181206_nus_race__inclusivity_and_environmental_sustainability_report.pdf
https://www.edge.co.uk/documents/262/DD0511_-_Skills_shortages_bulletin_9_online_version2.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1003570/gjtf-report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1003570/gjtf-report.pdf
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Importance of Addressing the climate

workplace diversity and biodiversity
to the natural emergencies

heritage SECtor The UK government’s Net Zero Strategy:

Build Back Greener sets out the urgent

action needed to reduce greenhouse gas
emissions and move to a net zero economy

and more sustainable way of living by 2050.2

To support these environmental ambitions
and effectively address the climate and
ecological crises, a diverse range of people
from all backgrounds and walks of life will
need to be involved.

2 The National Lottery Heritage Fund has
committed to reaching net zero carbon emissions
by 2030. Read more about how we're tackling
climate change —both within our organisation and

in our grant giving here.



https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1033990/net-zero-strategy-beis.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1033990/net-zero-strategy-beis.pdf
https://www.heritagefund.org.uk/about/climate-change
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N .
\@/ Innovation
] Having a diverse team . .
= Gfiesboicistedic Organisational culture

kpl th h
el el dalio e = By having diverse opinions, thoughts and experiences,

collaboration and also : : N
you can enrich the internal culture of your organisation

helps drive creativit ) ) ) )
P y and create a more inclusive environment by promoting

and innovative work
I vative w greater understanding of others.
behaviour. Avoiding
groupthink (group
consensus without

critical reasoning

or considering Better delivery of service and 8Q%
alternatives), and = —
understanding of customers

embracing differences

in opinions and It is vital that the sector's workforce is representative of the
experiences can create communities that it seeks to serve so that it can provide relevant,
space for teams to accessible, and impactful services. This is particularly important to

think outside the box
and develop new and

reduce barriers to nature and ensure inclusive and equitable access

to the outdoors for all.
innovative solutions

to challenges.
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Racial equity in nature Importance of workplace diversity to the natural heritage sector

Legal case

The Equality Act 2010 and Section 75 of the Northern
Ireland Act 1998 provides a legal framework to protect the

rights of individuals and advance equality of opportunity
for all. The legislation protects people from discrimination,
harassment and victimisation in the workplace and wider

society based on protected characteristics:

age B pregnancyand
disability maternity

gender reassignment race

marriage and civil religion or belief

partnership sex

sexual orientation

Public Bodies, including organisations carrying out public
functions, must also consider how their decisions and policies
affect people with different protected characteristics.?

* You should always seek your own professional and legal advice
to understand how the equality legislation applies to your
organisation specifically.
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https://www.equalityhumanrights.com/en/advice-and-guidance/your-rights-under-equality-act-2010
https://www.legislation.gov.uk/ukpga/1998/47/section/75
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Challenges and

barriers to change

Challenges and barriers to change

Before we can set out
practical steps to improve
access to the natural heritage
sector for diverse early career
talent, we need to consider
some of the challenges and
barriers to change. Including:

What are the current

1 processes and
conditions that are
preventing young people
and ethnically diverse
communities from
entering and engaging

with the sector?

2 What challenges are
organisations currently

facing in reaching out to
early career talent?
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Racial equity in nature

Challenges and barriers to change

A number of organisational challenges and wider sector barriers were raised in

the interviews, which fed into the preparation of this guide. These included:

B knowing where to look for candidates, the right
channels to use and how to be more effective in
reaching them, particularly for those based in rural
and less racially diverse areas of the UK

B the sectoris perceived and experienced as an
exclusive and white-dominated space, which
discourages ethnically diverse candidates in
particular from applying for jobs

B unclear and jargon-filled job adverts are intimidating
and off-putting

B the impacts of persistent inequalities, systemic
bias and racism that can be embedded within the
structures, attitudes and policies of organisations
over time, including the unequal impact of the
COVID-19 pandemic

Y <

lack of internal staff diversity to appeal to and gain
the trust of prospective candidates

bias in the hiring process, which particularly
disadvantages those from black, Asian and minority
ethnic backgrounds

limited financial resources for recruitment and wider
engagement work

requirements for candidates to hold a degree and
one within a field relevant to natural sciences

the language used to describe ethnically diverse
communities as ‘hard to reach’, which is restrictive
and places the onus on these communities rather
than the sector to be more accessible

>


https://ifs.org.uk/publications/14879
https://ifs.org.uk/publications/14879
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Key considerations for Advertising and

recruiting and nurturing outreach
diverse early career talent Social media

Given that social media is such

a fast-moving medium, knowing
the right platforms to use to
reach a wider talent pool can

be difficult. That's why it's
important to constantly review
your social media recruitment
strategy. Instagram, Tiktok,
Linkedln and Twitter were
mentioned as effective
platforms to use (2021) for
advertising new vacancies

and specifically in maintaining
engagement with young people.

GY Linkv ] {
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Small, grassroots
organisations, with limited
financial resources for
recruitment and engagement
work, may particularly
benefit from being more
active on social media

and exploring different
platforms to use. This could
help expand your candidate
reach and provide more
opportunities to engage
with potential partner
organisations. The Heritage
Fund’'s Digital Skills for

Heritage initiative provides a
range of practical support to
help organisations grow their
digital skills and confidence,
including getting started

with social media.

Key considerations for recruiting and nurturing diverse early career talent

Whether you have a large
or small organisation, it
will take time to develop
an effective social media
strategy. You will need to
learn about the platforms
themselves and how to
reach the audiences you
want to communicate with.
To support this process,
consider what media and
platforms your target
audience are using, then
think about the different
ways you could effectively
describe and communicate
the job opportunity. This
might be more accessible
and engaging than just
posting the written

role profile.
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https://www.heritagefund.org.uk/our-work/digital-skills-heritage
https://www.heritagefund.org.uk/our-work/digital-skills-heritage
https://www.heritagefund.org.uk/good-practice-guidance/digital-guide-getting-started-online-learning
https://www.heritagefund.org.uk/good-practice-guidance/digital-guide-getting-started-online-learning
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It is important to keep in mind that
not all young people are active

on social media or have digital
access, so you should continue to
use other recruitment methods to
give these candidates access to
job openings. This might include
advertising through:

B company website or newsletter
B regional or local newspaper

B jobs boardsites

B leaflets and flyers in youth clubs

and community centres

If you are advertising a new post
via a jobs board site or recruitment
platform, it could be useful to
contact the website directly to find
out more information about the

diversity of applicants they receive.
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This is a useful way to check if
you are using the most effective
platform to reach a wider audience.

Also consider advertising on
specialist diversity jobs board
sites, specifically targeted at early
career candidates and/or those
from under-served communities.
There are a variety of online
platforms to use, including:

© BAME Recruitment

© BME Jobs

O Diversifying

© Diversity Jobsite Official UK
0 Not Going to Uni

Q Prospects.ac.uk



https://www.bamerecruitment.com/
https://bmejobs.co.uk/
https://www.diversifying.io/
https://www.diversityjobsite.co.uk/
https://www.ngtugroup.co.uk/
https://www.prospects.ac.uk/graduate-jobs
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Key considerations for recruiting and nurturing diverse early career talent

When thinking about
improving your diversity
recruitment strategy,
shift the focus away from
trying to ‘find’ diverse
talent and instead look
at how you can ‘attract’
prospective candidates

What might this look like?

|
|
|

to your organisation. You

can widen your reach by

sharing content relevant to

arange of audiences as well

as spreading awareness

of your organisation’s [

values and wider

diversity message.

Use your social media platforms to uplift
and amplify the voices of under-served
communities in the sector. For example,
reposting content relevant to these
audiences or even hosting a ‘social media
takeover’, as done by London Wildlife Trust
and Anti Racist Cumbria.

Share your organisation’s diversity and
inclusion commitment statement and
explain how you're pushing for change.
Post content to celebrate cultural
awareness days and months such as
National Inclusion Week or South Asian
Heritage Month. NHS Employers has
curated a year-long_ calendar of events

to help you plan your social media

content ahead.

Increase the visibility of role models
through success stories and ambassadors,
as done by Bumblebee Conservation Trust.
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https://www.bameednetwork.com/wp-content/uploads/2019/07/advice-5c-20for_38970569.pdf
https://antiracistcumbria.org/black-and-brown-faces-in-outdoor-spaces-insta-takeover/
https://www.nhsemployers.org/events/calendar-national-campaigns
https://www.bumblebeeconservation.org/our-patrons/#:~:text=Katrina%20Thuis%20%E2%80%93%20Volunteer%20Ambassador&text=After%20having%20joined%20the%20Trust,employer%20to%20do%20the%20same.
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The types of community,
youth and environmental
partners that you might
want to consider working
with to recruit through

referrals include:

B youth centres

B local schools
and colleges

B universities (via
careers services and
student societies)

Partnerships and referrals may otherwise not know about B Friends of Park groups

your organisation.

Through building strong B local Job Centre Plus
relationships with youth partners H community

and other community or equality Tapping into the existing social organisations (such as
focused organisations, you can infrastructure within your local Scouts, Girl Guides)
successfully connect candidates community can also enable you B housing agencies
with work placements and to upskill talent locally, while B faith groups

promoting your organisation to

other job opportunities. This is B locallibrary services

particularly relevant for those who future candidates.
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Racial equity in nature Key considerations for recruiting and nurturing diverse early career talent

Job description

Focus on soft skills

When designing your next job
description, consider whether an entry-
level candidate really needs specific
qualifications or work experience to
demonstrate suitability for arole.

If not, you might be creating
unnecessary barriers to employment for
young people looking to enter the sector
by prioritising these. Instead, try taking a
strengths-based approach and focus on
'soft skills’.

Soft skills, also known as transferable
skills, relate to the knowledge, attitude
and behaviours picked up through life
experiences that can often be applied to

any setting or working environment.
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Racial equity in nature Key considerations for recruiting and nurturing diverse early career talent

Soft skills that For example, instead of requiring
organisations candidates to hold a ‘degree
should look out in environmental sciences or a
forin early career relevant discipline’, you could
candidates include: instead ask them to ‘display a

passion and appreciation for the
communication natural environment'. There are
1 many ways that a young person
might choose to demonstrate
these skills outside of academia.
teamwork
For example, through volunteering,
participation in extra-curricular
activities orinvolvement in a local
motivation and . .
environmental activist group.
interest in the

natural environment Emphasising soft skills in the job

description can give the hiring
4 adaptability manager a valuable insight
into a candidate’s potential
by showcasing how they
willingness to learn work with others and react to
5 different situations.
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Racial equity in nature Key considerations for recruiting and nurturing diverse early career talent

Drop the jargon

Job adverts with excessive requirements and unnecessary
jargon reinforce perceptions of the sector as an exclusive
place. This also perpetuates a certain image of the ‘right’
type of candidate, which can disadvantage candidates from
ethnically diverse communities in particular.

Changing the wording in recruitment materials is key to
writing an effective job description that is easy to understand
for a non-specialist audience. One easy way to do this is

by clearly explaining any acronyms or business terms
It is important to think about the type of

language that is being used in marketing and

that might not be understood by those outside of your -,
organisation or the wider sector. Consider asking other ( ! ?

members of your team and/or colleagues across your PRSI TR MIEHRGIEES SNl e ier Urrs gl

organisation to review the job advert to provide feedback and D1 [PLIEHITE @iff [PrOgpeei e EEme lekiizs, Tl

ensure that it is as clear as possible includes thinking about whether the language

used captures the unique experiences of
Try getting someone you know from outside your BEGIp B e @l ErEn GH e BHEhE@ e,

organisation to read the job advert before promoting it. If Particular attention should also be taken to

they are unable to understand what is required from the job, thisiiselopnonsisRaonildngtagesfogexamplc:

it probably won't be clear to prospective candidates either. conservation’ could be interpreted differently

by certain communities.
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https://civilservice.blog.gov.uk/2019/07/08/please-dont-call-me-bame-or-bme/
https://civilservice.blog.gov.uk/2019/07/08/please-dont-call-me-bame-or-bme/
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Key considerations for recruiting and nurturing diverse early career talent

Shortlisting and
selection

Taking the time to reflect

and take practical steps to
address our implicit biases at
each stage of the recruitment
process is vital to reduce the
influence of assumptions

and stereotypes.

To address this, you could
remove an applicant’'s name and
other identifying factors such
as age, school and university
name. This is particularly
important to prevent name
bias, which negatively impacts
access to employment
opportunities for ethnically
diverse candidates in particular.

Shortlisting panels should
consist of at least two
members of staff, ideally
one of whom has undergone
unconscious bias or Equality,
Diversity and Inclusion (EDI)
training. You can also make
your interview panels more
diverse by inviting board
members or volunteers

to participate.

Panel members need to
ensure that interview
decisions are based on
suitability relative to
the job criteria. Using a

scoring framework can be a

straightforward way to
make your shortlisting
process as objective as
possible.
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http://csi.nuff.ox.ac.uk/?p=1299
http://csi.nuff.ox.ac.uk/?p=1299
https://www.cardiff.ac.uk/__data/assets/pdf_file/0004/754537/Interview_scoring_grid.pdf
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If specific training is not available to all staff,
consider creating spaces to encourage wider,
regular team discussion around EDI to spread
awareness of workplace bias and contribute to
a process of behavioural and cultural change.

These discussions could take place through a
range of channels, including:

team away days
internal staff newsletter
staff intranet discussion forums

team meetings

The best channel for these discussions will
vary for each organisation and depend on
your workplace culture and ways of working.
Whichever channel you choose, discussing and
defining what under-representation means
for your organisation will help make change

a collaborative effort across individuals

and teams.
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The power of mentoring

While inclusive recruitment is vital in improving
workplace diversity, approaches to staff retention
and progression are just as key. Organisations need
to actively work to build a workplace environment
that is receptive to all staff, regardless of age, gender,
race, ethnicity, class or disability to attract and retain
diverse talent.

Mentoring is widely acknowledged as a powerful tool that
helps create more inclusive workplaces. A mentoring
programme can serve mutual benefits for both the
mentor and mentee, by helping to:

B reduce feelings of isolation among staff, particularly

those from ethnically diverse communities

create greater understanding among colleagues

empower early career professionals with the
knowledge and tools to progress with next career
steps, such as supporting with setting professional

development goals
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https://www.princes-trust.org.uk/support-our-work/volunteer/volunteer-tools-tips/mentoring-young-person
https://www.princes-trust.org.uk/support-our-work/volunteer/volunteer-tools-tips/mentoring-young-person
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Other wider staff support networks Group mentoring

you could consider include: Where one member of staff

acts as a mentor to several

Reverse mentoring individuals in a group setting.
An opportunity for senior leadership

to be mentored by a junior Listening circles
colleague. This can be an effective A safe space for staff

way to facilitate knowledge from ethnically diverse
exchange between colleagues at communities to come

different stages in their careers together and share

and help to build trust with their concerns and

senior leadership, which might be lived experiences in a

particularly beneficial for staff from supportive setting.

ethnically diverse communities.

Staff networks
Buddy systems Setting up a staff
Matching a new starter to an network can supportin
existing staff member. This creating a more inclusive
colleague then acts as an informal workplace by building
‘buddy’ to help the new member of a sense of community
staff settle into the organisation. among colleagues.
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https://civilservice.blog.gov.uk/2019/10/28/reverse-mentoring-seeing-things-differently/
https://civilservice.blog.gov.uk/2019/10/28/reverse-mentoring-seeing-things-differently/
https://www.gov.uk/government/publications/how-to-set-up-an-employee-network
https://www.gov.uk/government/publications/how-to-set-up-an-employee-network

Recommendations

1 Leverage social media to enhance your recruitment 2 Reframe your requirements and broaden
the language used in the job description

strategy and showcase your commitment to diversity and
inclusion. Consider: to encourage applications from a wider

range of candidates. Remember:

B How your organisation uses social media and whether

Y <

you're using the best platforms to engage with early B Akeypart of the recruitment process
career talent. It's important to look beyond traditional needs to go towards designing a job
talent pools and channels to expand your reach. Social description and person specification
media can serve as an effective tool for advertising job that is accessible and easy to
opportunities to a wider and more diverse audience. understand. This includes looking at
How you can make your content more relevant soft skills and the candidate’s potential
and in touch with young people and ethnically instead of focusing solely on specific
diverse communities. Outwardly communicating experience and qualifications.

your commitment to EDI, amplifying the voices of B Keep thelanguage in marketing and

advocates in the sector and keeping up-to-date with
issues affecting minoritised group can be an effective
way to do this.

recruitment materials under constant
review to ensure that it is inclusive,

consistent and up-to-date.
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Racial equity in nature Recommendations

3 Create authentic partnerships with other B When thinking about how to
organisations and providers that share your mission identify and establish more

and ambition. meaningful and effective

partnerships, consider reflecting

B Tackling the natural heritage sector’s skills gap on the following:
and diversity crisis will require collective action
to create meaningful change. Many organisations O What are the key motivations
are facing similar challenges and asking similar for both partners
questions about how to engage new audiences. coming together?
Greater emphasis will therefore need to O How does this align with wider
go towards cross-sector collaboration and organisational priorities?
developing partnerships, particularly with those O Are there any differences in
local community groups or national organisations what the respective partners
that have existing relationships with young hope to achieve?
people and ethnically diverse communities. O What steps can be taken

B Partnership working can serve many benefits in to build and maintain trust
creating referral pathways for potential talent, between both parties?

expanding your reach, and accelerating efforts
towards achieving a more inclusive and equitable
sector. Itisimportant, however, that these are

built on mutual trust to avoid tokenism.
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Reassess your internal culture and monitor the effectiveness of EDI policies,

4 actively work towards fostering a including inclusive recruitment practices. To
workplace culture that fully embraces support this process, it might be useful to
and champions equality, diversity and consider:

inclusion (EDI).
O What diversity data do you currently collect?

B Therole of allies and support Does this include existing staff, volunteers
networks in the workplace are and board members?
important. They can help with O Have youidentified any gaps? If so, what
career development and amplify might be the cause of this?
the voices of those members of O How canthese insights be used to drive
staff from under-served groups. change in your policies or wider EDI strategy?

Organisations should also reflect

B While cultural change can be difficult to
on how they can create more

measure, consistency will be key to progress.
spaces and opportunities for staff y HAECRPIOS

across the board to meaningfully Cultural change will therefore be needed

_ _ _ _ within organisations and across the wider
engage with wider EDI discussions. ] o
environmental sector to foster a positive and

B The collection of anonymised . :
welcoming environment that fully encourages

diversity data might be a useful dvarsi ot nough
way to better understand the

makeup of your workforce and
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