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You Belong

A Dignity & Respect in the

Olivia Roche



HELLO!

I have been a Training Consultant since 2014.
You can contact me at olivia@dcmlearning.ie


mailto:olivia@dcmlearning.ie
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This 4-part mini programme is designed to help you increase your
awareness and understanding on the importance of acceptance
and inclusivity. We will engage in interactive learning activities that

explore topics such as dignity and respect and diversity and

inclusion
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Programme Schedule

Session 1 - Everyone has a Story

* Equality cornerstones, acceptance and understanding
* Building mutual respect in the workplace
* Using appropriate language

e Unconscious bias
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Programme Schedule

Session 2 — Guest speaker, Niah McGill
15" June, 10am - 11am

As IDA Ireland’s ED&I lead and recent National Diversity and
Inclusion award winner, Niah shares her experience of the impact of

inclusive environments first hand
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Programme Schedule

Session 3 - A Bully Free Zone
22"9 June, 10am - 12pm

 Examples of workplace bullying
 Long and short term affects
 What is your responsibility?

* Management and HR's responsibility
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Programme Schedule

Session 4 — Help to Create a Sense of Belonging
29th June, 10am - 12pm

« Demonstrating dignity and respect starts with your own
 What actions can be deemed inappropriate
 Embracing workplace diversity

e Be a role model
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Agenda

Session 1 - Everyone has a Story

* Equality cornerstones, acceptance and understanding
* Building mutual respect in the workplace
* Using appropriate language

e Unconscious bias
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Equality and why it's so
important

Everyone has the right to feel valued and respected

In an effective workforce it's important that all employees have a
sense of self-worth and feel appreciated by their team and leaders.

A sense of dignity can be achieved with a supportive network in place
Compromising an employee’s dignity can have detrimental effects on
individuals, as well as on entire teams and the reputation of a whole
organisation in general

Employers have a duty to ensure a safe and respectful working
environment, where no member of staff feels threatened, intimidated
or discriminated against for any reason

All organisations should have their own Dignity at Work Policy, which
outlines their code of conduct and the accompanying procedure to
prevent harassment and bullying.
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8 Standards of Dignity & Respect

 Honesty

« Kindness

« Compassion

» Courtesy

« Understanding
» Confidentiality
* Privacy

« Communication
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Fear of Conflict
Absence of Trust
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Lack of Commitment

Team Dysfunctions
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Discrimination

Discrimination occurs when someone is treated less favourably
than another person because of their protective characteristic.
There are four definitions of discrimination:

Direct Discrimination:
Treating someone less favourably than another person because of their

L protective characteristic

Indirect Discrimination:
Having a condition, rule, policy or practice in your company that applies to everyone but

a ad\vantade people \A N a8 brote e Na Ptnrictir

Associative Discrimination:
Directly discriminating against someone because they associate with another person
who possesses a protected characteristic
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Perceptive Discrimination:
Directly discriminating against someone because others think they possess a particular
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Understanding unconscious bias

The concept of fast thinking provides a useful insight into how
unconscious biases works. Our brains need to be able to make fast,
automatic decisions about the world around us so that we can react
quickly to dangerous situations. These decisions are very dependent
on a number of variables, including environment and context, can be
Very conscious.

While this is a useful skill for our brains to have, it can trip us up when
we are dealing with people. Studies have shown that fast thinking leads
us to make snap judgements based on defined social categories. We
judge positively when people are from a similar background or have a
personal connection to us, and negatively when they don't.
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Different forms of bias

Where there is affinity between people, they will tend to make more eye contact,
allow each other room to speak, and listen to one another. Where there is not an
affinity we may talk over another person or not listen properly to the points they
make. These micro-inequities and micro-affirmations can make a workplace seem
welcoming and full of opportunity for one person, while another feels ignored or
overlooked.

In some ways, being biased is part of human nature. It's natural to feel affinity
with people who are like us, but what about the people who are not?

When we are thinking clearly about our decisions we can overcome this bias.

But we are not thinking clearly when we are: stressed, under time pressure or
rushing, angry, upset and emotional, physically tired, relying on impulses and
habits

Then, we are less likely to recognise that bias is happening.
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Preconceptions

Although we do like to think of ourselves as a fair judge of character, we are
constantly passing judgement on each other without even knowing it....

1. Have you ever ran late for a meeting and then blamed it on public transport
but when it is someone else blame it on their poor timekeeping? The
fundamental attribution error we usually make is to assign external
reasons for our own behaviour, but internal motives for others

2. The halo effect is when we are far kinder judges of people if we find them
attractive. There is no correlation between beauty and any other ability or
personality trait we do tend to believe that attractive people are kinder and
more intelligent. Height also comes into this...... researchers have found
that a person’s height influences how capable and intelligent we think they
are.
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Preconceptions

3. The confirmation bias - if we hold a particular belief about someone, we will look
for evidence that supports our theory, while conveniently ignoring

any facts that don't fit. If we believe that someone is lazy we will spend more time
thinking about and discussing the times they didn't wash up than all the times they
emptied the bins

4. Implicit association - Researchers have studied how we make mental
connections between certain positive and negative words and pictures of different
people - for example old or young, white or black, male or female - betraying racism,
sexism and other stereotypes

5. The “just world” phenomenon - We tend to believe that people get what they
deserve. So strong is our need to believe in the moral order of the universe that we
may actually look for evidence that a victim of a crime had done something to warrant
their bad luck

6. The “"black sheep” effect - We are harsher critics when we are judging people
who belong to the same group as us if we think they have acted in a way that might
harm the group. This bias allows us to protect the group at the expense of the “black
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Appropriate Language Use

« Gender - pronoun preference

« Marital status - partner

« Common terms - divide and conquer (oppression and colonialism)

» Religious beliefs — Guru, trivialised in common day speak whereas
a guru is held to high esteem in Buddhist and Hindu religions

« Jargon - acronyms and industry related terminology can be seen
to exclude some audiences

» People first language - prioritises the person over the language (a
person with a substance use disorder rather than an addict)

 Identity first language - reclaiming a disability (deaf person rather
than hearing impaired person, a person who uses a wheelchair)
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Recap

Session 1 - Everyone has a Story

* Equality cornerstones, acceptance and understanding
* Building mutual respect in the workplace
* Using appropriate language

e Unconscious bias
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THANKS!
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