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   Introduction

This Forum is provided to engage in dialogue on the issues of employment 
and equalities facing diverse communities and the added complexities of the 
corona virus on society.  

• Microphones of all attendees will be muted by the moderator.  
• The primary channel for communication for participants this evening will be 

the Chatroom, where everyone has a voice.  Please write your question in 
the Chat together with who it’s directed to. 

• Slides will be shared to screens periodically throughout the meeting.  
• Be respectful and kind to everyone’s opinions.



  Overview
Discussion themes 

1. Risk Assessment update. RA and returning to work.  What can organisations do to effect good practice. Roger Kline OBE  

2. What’s gone wrong with the protection of BAME staff.  Diversity in Tottenham. Concerns of BAME staff.  General anxieties in 

BAME communities in light of Black Lives Matter.  Rt. Hon. David Lammy MP.     

3. Q&A with David Lammy & Roger Kline  

4. The impact of racial discriminations in leadership. Challenging discriminatory behaviours.   Dr. Joan Myers OBE 

5. Kinds of racisms in the workplace: Challenges in employment, bullying & harassment.  Prof. Binna Kandola 

6. Your rights as an individual.  How to deal with bullying, harassment and discriminatory behaviours. Jahad Rahman 

7. Know your policies. Keys to effective communications.  Dawn H. Jones 

8. Q&A from audience (chatroom questions posed to panelists) 



    Guests & Panel

HOST   
 Alyson Hewitt 

MODERATOR   
Dureen Anwer



Risk Assessment update
What organisations can do to effect good practice

Roger Kline



    BAME Community Update
David Lammy MP



             



        Mid session Q&A Section
Panel Questions:

I would like to ask the panel:  Considering there are BAME organisations that represent the BAME community, why are they not 
consulted when making decisions about the very people they serve, for example conducting our own surveys and sitting at the 
table when making crucial decisions about our lives? 

The BAME staff in my region are a tiny minority and there are no BAME in the management structure. Myself and another BAME staff have 
worked onsite throughout the pandemic should this not be recognised in some shape or form especially as the government has recognised 
how detrimental covid is to our communities not to mention the triggers leading to the Black Lives Matter protests. This could be an 
opportunity for management at local level to show support for their most vulnerable staff.

I have recently addressed concerns about a few issues of what I perceive as discrimination to management regarding why we 
don’t have a Equality, Inclusion and Diversity champion in our building. The response was “ because it is voluntary role and 
reliant on volunteers”. I put myself forward for this role and expected to meet with the management to discuss it further but my 
fear is that I do not want them to clip my wings or try putting me in a box.

Regarding tackling discrimination and inequality at work. I would like to ask what David Lammy can suggest could be done regarding such 
occurrences in public sector organisations ?



    Impact of Discrimination at Work 
          Challenging discriminatory behaviours   Dr Joan Myers



    Impact of Discrimination at Work 
           Challenging discriminatory behaviours Dr Joan Myers

• Improve our collective race 
literacy

• Build and reward inclusive 
leadership competencies

• Skill not virtue
• Change in law?
• Intersectional not diluted
• Focus on the evidence base
• The empathy illusion



      Racism in the Workplace 
                       Meeting the Challenges Prof. Binna Kandola



©

Micro incivilities
'The kinds of daily, 

commonplace behaviours or 
aspects of an environment 
which signal, wittingly or 

unwittingly, to members of 
out-groups that they do not 

belong and are not 
welcome.’

      Racism in the Workplace 
                       Meeting the Challenges Prof. Binna Kandola
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Our indifference has consequences

Daily micro-
incivilities.

Having to 
monitor ones’ 
behaviour for 
fear of being 
stereotyped. 

Overlooked for 
promotion. 

Not safe to 
speak up.

Being  paid 
less. 

Racial fatigue, 
impact on 
wellbeing, 
overeating, 
hypertension. 

Impact 

Covid-19

Difficulty 
concentrating
, feeling 
pressure to 
prove self, 
stereotype 
threat.

Excess deaths.
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Jerome Adams  
   Surgeon General

• 45 
• Black
• High blood pressure 
• Heart disease
• Asthma 
• Prediabetic 

This Photo by Unknown Author is licensed under CC BY-SA

      Racism in the Workplace 
                       Meeting the Challenges Prof. Binna Kandola

“So I represent that legacy of 
growing up poor and black in America.” 

https://en.wikipedia.org/wiki/Jerome_Adams
https://creativecommons.org/licenses/by-sa/3.0/


      Equality at work 
                         Knowing your rights Jahad Rahman



Equality at work: How to deal with 
bullying, harassment and 

discrimination 

Jahad Rahman, Partner



Rahman Lowe Solicitors | Specialists in Employment and Discrimination Law | www.rllaw.co.uk 

 Bullying

What is bullying? 

• “Offensive, intimidating, malicious or insulting behaviour 
involving the misuse of power through means that 
undermine, humiliate, denigrate or injure the 
recipient” (ACAS Guide). 

• Can be physical, verbal/non-verbal and may include: 
• Physical or psychological threats 
• Inappropriate or derogatory remarks 
• Spreading false rumours 
• Unfair treatment 
• Exclusion and victimisation.



Rahman Lowe Solicitors | Specialists in Employment and Discrimination Law | www.rllaw.co.uk 

Harassment (Equality Act 2010)  

• Unwanted conduct related to a protected characteristic (e.g. 
race, sex, religion), which has the purpose or effect of 
violating a person’s dignity or creating an intimidating, 
hostile, degrading, humiliating or offensive environment (s.26 
EQA 2010). 

• Includes verbal or physical abuse, offensive remarks/racist 
jokes – a worker can claim harassment even if the jokes are 
not actually directed at him/her. 

• Protection from Harassment Act 1997 – ‘a person must not 
pursue a course of conduct which amounts to harassment of 
another’.  

• Must occur on at least two occasions, and cause alarm and 
distress. 

• Oppressive and unacceptable conduct (Veikins v Kier Islington 



Rahman Lowe Solicitors | Specialists in Employment and Discrimination Law | www.rllaw.co.uk 

Discrimination (Equality Act 2010)
• Direct – less favourable treatment because of a protected 

characteristic (e.g. race, s.13 EQA 2010).  Requires comparative 
treatment, can rely on an actual comparator or a hypothetical 
comparator (to show how an employer treated or would have 
treated someone of a different racial group). 

• Indirect – discriminatory rule, policy or practice that has a 
disproportionate adverse effect on workers of a particular racial 
group (s19 EQA 2010). E.g., requirement that all workers must have 
blond hair or rule banning beards - likely to have a disproportionate 
impact on non-white workers and Sikh/Muslim workers.   Unlike 
direct discrimination indirect discrimination can be justified.  

• Unlawful to discriminate in relation to terms of employment, 
refusing to offer employment, access to opportunities, dismissal 
and any detriment.    



Rahman Lowe Solicitors | Specialists in Employment and Discrimination Law | www.rllaw.co.uk 

Top Tips/Practical Points
• Keep a timeline/diary/record, to include dates of incidents 

complained of, what was said and by whom; 

• Check relevant policies, raise matter informally/lodge grievance; 

• Lodge a subject access request; 

• Lodge notice of claim with ACAS (within 3 months less one day); 

• Follow ACAS ‘asking questions of discrimination’ process, request 
further information and disclosure of relevant documents (including 
stats). ET can draw adverse inference of discrimination if employer 
fails to respond. 

• Seek legal advice. 



Rahman Lowe Solicitors | Specialists in Employment and Discrimination Law | www.rllaw.co.uk 

Jahad Rahman 
Rahman Lowe Solicitors 

One Canada Square 
Canary Wharf 

London E14 5DY 
T +44 (0) 20 7956 8699 
M +44 (0) 7956 450 814 
E jrahman@rllaw.co.uk 

W www.rllaw.co.uk 

Follow us on Twitter: @RahmanLowe 
@JahadRahman1 

https://www.linkedin.com/company/
rahman-lowe-solicitors 

mailto:jrahman@rllaw.co.uk
http://www.rllaw.co.uk/


      A Human Resources Perspective
              The value of effective communication Dawn H. Jones



KNOW YOUR POLICIES

&

EFFECTIVE COMMUNICATION KEYS

DAWN H JONES

     A HUMAN RESOURCE PERSPECTIVE



• Firstly, because it is your reasonable service - put protected time in your diary, and read

• Secondly, you are responsible for what you know, (and sometimes for what you don’t know)

• Thirdly, to ascertain the extent to which the policies are followed

• “94% of people have an absence policy, but we know in ACAS having a policy is one thing 

and having a policy that people actually use and abide by are two completely different 

things.” - Barbara Hawkes, Senior Advisor and Conciliator, Arbitration and Conciliation 

Advisory Service (ACAS) – 10 December 2015  
             https://www.youtube.com/watch?v=jNXCZbe8rwA [accessed 21 July 2020]

"Know your policies..." JE Dawn H Jones



Dawn H Jones

Kiera is a nurse.  She has been on long-term sick leave due to diabetic complications and is due 
to return to work in two weeks time. Kiera's Brad, her manager, informs her that she will be 
working directly with COVID-19 patients who have tested positive.

Kiera is concerned and, requests a risk assessment, and occupational health (OH) referral. Brad 
refuses, stating that OH has cleared her fit for duty.  

What guidance/policies should Kiera refer to?

Kiera’s dilemma



Dawn H Jones

• “,..be quick to listen, slow to speak, and slow to become angry – James 1:19
• Avoid the temptation to interrupt – even to defend yourself
• Summarise what you have heard, before responding
• Keep it factual – make objectivity your best friend forever (BFF)
• Seek the counsel of a wise friend
• Help me to understand

Keys to effective 
communication



Dawn H Jones

• Know your policies for yourself 
• Policy knowledge helps you to advocate effectively for yourself
• …”be quick to listen, slow to speak, and slow to become angry
• Empower, educate and equip yourself

Summary



ASSESSING RISK TO BAME STAFF 
COVID EQUALITIES AND EMPLOYMENT 

Audience Interaction 
Question & Answer Section 



        Main Q&A Section

Panel will address questions posed by the audience:



    Next Steps

• Questions from Chatroom (15mins) 

• Feedback on today’s discussion 
  
• Review Lessons Learnt and comments via email 

• Panel close out comments, thank you to Moderator and Sojourner Enterprise  



THREE QUESTIONS

1. Do you have Staff Networks at your workplace? 

2.  Do you want to set up a Network?

3.  Have you experienced discrimination at work? 

A = Yes B = No

A = Yes B = No

Enter your answers in the Chat (eg. 1. A or B  /  2. A or B)

A = Yes B = No



THANK YOU FOR PARTICIPATING
SojournerEnterprise.com

https://hopeplace.co.uk 
Dawn H. Jones

©

https://pearnkandola.com 
Binna Kandola

jrahman@rllaw.co.uk 

www.rllaw.co.uk

Thank you for participating
Links: 
• What Employers should (or should not) do: Roger Kline 
• Covid 19 Deaths & NHS Staff: Roger Kline 
• Beyond Snowy White Peaks: Roger Kline 
• Interview with Joan Myers OBE 

Making Connections Work: Rudi Page 
PHE Disparities Report: June 2020 
GLA Covid19 Socio Economic Risk Factors 
Overcoming Unseen Barriers:  All voices must be heard  30 June 2020  
SojournerEnterpriseEventsSchedule 2020 

SojournerEnterprise.com

https://hopeplace.co.uk
https://www.pearnkandola.com/
mailto:jrahman@rllaw.co.uk
http://www.rllaw.co.uk/

