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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: | Activity: Outcomes:
09:30 | Introduction by a senior member of the CFRS team (either in Clarification
person or via a short A.V. recording) stating: that people,
ways of
=  Commitments to Inclusivity within CFRS. working and
workplace
= Background to the development of these events. expectations
continue to
= Direct links to the contents of this event to, at least, evolve and
four of our own values in CFRS namely: Welcome, that our
Respect, Honesty and Dignit leadership
pect, y gnity. styles should
Three main reasons behind the development of these events: continue to
evolve also.

1: Staff survey results indicate that overall, people feel very
welcome in the service - irrespective of their differences.
(Only a 4% disagreement rate in the survey.) This indicates
inclusion is perceived well, at a general level, within CFRS.

Less favorable overall responses were received regarding
(i) perceptions of fairness, (ii) expressing concerns and (iii)
consultative approaches - indicating that we may be able to
do more, as managers, to promote inclusion within the
service.

2: As the diversity of CFRS continues to evolve and the
workplace expectations of our colleagues and leaders
continues to evolve, our approaches to leadership must
evolve also.

3: Recent HMIC report regarding our sector overall.

Show Event Aims and Objectives.

Exploration of
the event
aims and
objectives.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: | Activity: Outcomes:

09:40 | Interactive Exercise #1 Digital Questionnaire:

Delegates individually complete a short online questionnaire
which asks:

1: Which of the following phrases best describes the term
Equality ? (four options)

2: Which of the following best describes the term Diversity ?
(four options)

3: Which of the following best describes the term Inclusion ?
(four options)

4: Which of the following best describes a psychologically safe
workplace ? (four options)

5: Which of the following, are the six hallmarks of an Inclusive
leader ? (choice of 12 options)

6: Demonstrating Inclusive Leadership in CFRS could positively
affect (choice of 8 options)

09:50 | Group Discussion Clarification,
exploration
Questionnaire Answers and Definitions: and collective
understanding
A combination of different definitions are shown, explained of the four
and discussed with delegates. terms listed
above.

Links between Inclusion at work, health and wellbeing,
productivity, morale and staff turnover are also explored
during this discussion.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: | Activity:
10:15 | Knowledge and Skills Briefing #1
What does an Inclusive Culture look like ?
Delegates explore and discuss the following model showing
the hallmarks of an overall Inclusive Culture.
General Difference Perceptions E_quality
Inclusive is Valued of Equality of R'Sks_.,re
Spirit & and Opportunity / Idenu‘:led
Climate Respected Same Chance Tr::te d
Perceptions Use of
of a Prevailing Inclusive
Majority Language &
Culture Behaviours
Emotional
Inclusive Wellbeing
Policy and Safety
Framework is Promoted
10:25 Brief Assessment: Where is CFRS currently against this model ?

(Discussions should include)

v Is CFRS a workplace where Emotional Safety and Wellbeing
is recognised and promoted ?

v" Do we have a good policy framework including mechanisms
for raising concerns ?

v’ Are Equality related risks identified at a service level ?

v" Do we promote a generally Inclusive Spirit and Climate ?

v ls difference generally perceived to be valued & respected ?
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: | Activity: Outcomes:

10:25 | Knowledge and Skills Briefing #1

Potential areas for development and discussion:

QUESTION

The Six Hallmarks of an Inclusive Leader:

10:30
Cl]‘:[i]sri]hi;vg d f::::::l:p :&ai;:':\i: C::::s Culhl.nl ly Collaborative
Exclusion Others Intelligent
Six Hallmarks of an Inclusive Leader
The model above is shown and discussed and example
competencies explained.
Delegates are given list of example descriptors for each
hallmark.
10:45 | Break
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time:

Activity:

Outcomes:

11:00

Knowledge and Skills Briefing # 2 Introduction to
Workplace Exclusion:

The McKenzie ‘HIDE’ model of exclusion (see opposite).
Common Types of Workplace Exclusion:
Exclusion Type #1 ‘Operational Cliques’

An ‘Operational clique’ often comprises a tightly knit group
of co-workers who (i) work closely together as a team (ii)
may socialise inside and outside of work and (iii) may
consciously or subconsciously exclude others outside of
the clique making ‘outsiders’ feel less worthy.

Operational cligues may also mean that employees are
only spending time with one specific group of people and
are not learning or being influenced by other colleagues.
Typically, a clique will have an acknowledged leader who
may strongly influence the behavioural and language
norms of the rest of the group.

Exclusion Type #2 Bullying and Harassment:

Behaviour or language which is offensive, intimidating,
malicious or insulting which causes physical or emotional
harm to someone. This could be a regular pattern of
behaviour or a one-off incident and happen face-to-face,
on social media, in emails or telephone calls.

Exclusion Type # 3 - Passive Aggressive Behaviours:

(Explored in a later section.)

An introduction to
the risks that some
individual or group
language,
behaviour and
actions could
reasonably be
perceived as either
Hostile,
Intimidating,
Degrading or
Excluding others.
(HIDE.)
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Case analysis

Delegates are required to establish:

1: If the scenario in question represents
potential exclusion / harassment or
not. (Using the HIDE tool.)

2: Whether this should be dealt with
(informally) at a peer level, or
escalated more formally.

3: What they would do i.e. the action /
options they would recommend, what
they would both do and say to the
individuals concerned to potentially
resolve this situation.

Time: Activity: Outcomes:
11:20 Interactive Activity # 3 Delegates practise how to
identify if the behaviour language
Recognising Risks of Exclusion and or actions used in each case, on
Risks to Emotional Wellbeing and balance, could risk workplace
exclusion using the test of HIDE.
Safety. :
Typical case examples used
. . during this part of the event may
11:20 Case Case Analysis: include:
Presentations P ;
bl Delegates examine in syndicate groups, 1: Use of ‘lighthearted banter’
in Plenary five work based scenarios based on real within an operational
and recent cases. For each case, delegates clique which could be
are provided with information describing: perceived as misogynistic to
‘outsiders’.
= The behaviour and language of
the employee, manager or team. | 2: A supervisor who does not
act on a complaint made by
= Theimpact it appears to be a team member about
having on the individual and inappropriate language
11:30 - 11:50 team. and instead tells the

person concerned to to
‘man up’ and stop being
oversensitive.

3: A colleague who
occasionally touches and
compliments other
employees (of the opposite
Sex) on their appearance.

4: A team member who is

reluctant to comment on the
inappropriate behaviour of a
colleague as she feels it may
risk harmonious team working.

5: Disinterested virtual meeting

behaviours.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Case Analysis and Discussions:

Key point:

Discussion of how making informal
interventions and reaching resolution
can emphasizes your own personal
and visible commitments, as a leader,
to EDI. Walking past something
creates exactly the opposite

Time: Activity: Outcomes:
11:50- Group Discussions: Delegates discuss their findings in
12:10 respect of each case. Model

answers are explored and
discussed.

Micro Exclusion (low level bullying) -
Case Analysis

impression.
12:10 Knowledge and Skills Briefing #3 Delegates explore the concepts
of passive aggressive behaviours,
| ducti ive A . gaslighting, micro exclusions and
ntroduction to Passive Aggressive A
Behaviours and Micro Workplace have on both emotional
Exclusion. wellbeing and overall
organisational performance.
12:15 Interactive Activity # 4 Delegates examine a person who

is subjected to daily micro
aggressions and exclusions and
discuss the adverse affect on the
person, team and organisation.
Delegates also explore common
reasons managers may give for
not intervening e.g. performance
is good.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:
Time: Activity: Outcomes:
12:30 Interactive Activity # 4 Delegates are introduced to four
workplace tools which can be used
Four Workplace Tools for to:
Championing Inclusive Leadership
. . 1: Demonstrate overt
and Tackling Workplace Exclusion. commitments to EDI
Delegates are given four virtual tools | 2: Allow others to reflect on
they can use to allow team members their own behaviour and
to reflect on their own inappropriate language.
workplace behaviours. These are: 3: Help others to recognise
overt or micro workplace
exclusion.
= Holding difficult
conversations via Non Delegates will practice, using these
Negotiable Language tools as method of reaching
informal resolution after lunch.
= CFRS Feedback Model
(opposite)
= Hats model - differentiating
between language, behaviour
and actions which may be
acceptable in different
contexts e.g. at home and in
the pub but are generally not
acceptable at work.
= ‘Sounds like’ — a selection of
words often used by leaders
who are truly committed to
the concepts of EDI and
fairness.
12:45 Lunch
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time:

Activity:

Outcomes:

13:45

Knowledge and Skills Briefing #4

Understanding personal ‘blindspots’ -
behaviours seen by others but not recognized by
self. (Using the JOHARI window model.)

The JO HARI Window

Known to Self Not Known to Self

@ Others Arena Blindspot

others Facade Unknown

The session explores the importance of identifying
potential blindspots with team members and
providing feedback (using the non negotiable
language model covered before lunch).

Also, to truly promote effective collaborative
working, the session explores how managers can
use a number of different options for their team
members to feedback to them about their own
blindspots. (e.g. 360 feedback.)
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time:

Activity:

Outcomes:

14:00

Interactive Activity # 5

Acting in the ‘here and now’. Demonstrating
Person Centered Inclusive Leadership, in
accordance with our values, using an authentic
leadership style to encourage self reflection and
realise informal resolutions

All delegates get the opportunity to practise, via
practical demonstrations, as both a leader and an

employee using six different workplace scenarios.

welcome

Delegates practise
and observe by
undertaking practical
demonstrations of
how to hold difficult
conversation with
others in a non
confrontational and
authentic style using
the tools recently
acquired - particularly
the Non Negotiable
Language, ‘hats’
model, the concepts
of blind spots and the
CFRS feedback model.

Key learning:

Effective giving and
receiving of informal,
non negotiable
feedback with the
aim of encouraging
others to reflect on
their behaviour,
language and actions.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: Activity:

Outcomes:

14:30 Interactive Activity # 6: Here and Now Assessment of
Our Current Working Environment:

Using a Traffic Lighting System (Red, Amber and
Green) delegates divide into smaller syndicate groups.

Initially using interactive software, delegates rate the
following five areas of competence based on their
lived / personal experience both within and outside of
their functional teams in CFRS.

Voting is discussed and potential actions noted.

= Current acceptance of ‘Banter / Humour’ which
may risk being perceived by others as dated,
inappropriate or offensive.

= How well emotional wellbeing and safety is
currently discussed, promoted and supported.

= To what extent, group think / behaviour (e.g.
within Operational Cliques) is currently
normalising exclusion or inappropriate
behaviour / language in the service.

=  Awareness of the support currently available to
all CFRS employees to improve approaches to
Inclusivity e.g. 360 feedback.

= Current levels of knowledge, skills and
confidence in dealing with difficult issues in the
here and now.

Traffic Light System:

Green — no issues
whatsoever —
current area of
strength.

Amber — minor
issues exist which if
corrected, would
result in a green
light.

Red — potential
major areas of
development
needed.
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Available in CFRS
Link, signposts and explanations given in respect of:

= Formal escalation flowchart and checklist
= 360 Degree Feedback Options

= Mediation

= External support options

=  Human Resources

= Staff Networks

Time: | Activity: Outcomes:
15:00 | Break
15:15 | Group Presentations (15 mins each) Traffic Light
Exercise — Discussions, Feedback and Next steps.
(Next steps can be individual, team and overall actions
as a service.)
16:00 | Knowledge and Skills Briefing #5 : Current Support
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time:

Activity:

Outcomes:

16:10

Individual Exercise:

An introduction to personal development planning.

In preparation for the half day part two event with their
manager, delegates review the ‘Exceeding’ section of
four existing CFRS values - Welcome, Respect, Honesty
and Dignity. An example of one of these is shown

below: (continues overleaf)

Digni

gnity
Ouwr trer% nent ui neople should conform to a standard of behaviour that is socially
acceptable to all.
Meets

Exceeds

Coaches others to
achieve their goals.

A

Sets clear and agreed
actions and goals.

Is not clear on what is
expected.

Is creative in ways to
positively recognise
others’ good

Recognises good
performance.

Focuses only on what
could be improved or
went wrong.

performance.
Facilitates feedback ovides timely, honest Avoids feedback.
between others in and constructive
conversation feedback.

Leads by example in
performance and
conduct.

Degls appropriately with
poor
onnancefcondud

|nf0 ally and/or formailly.

Avoids dealing with
performance or conduct.

Seeks out information to
share with others.

En| ourages clear and
op) n communication.

Is not open and does not
share information.

Openly and frequently
gives credit to others.

Ac 15 responsibility and

sh ares credit

Doesn't take ownership
and blames others.

Is aware of own biases
and has own network of
colleagues to sense-
check decisions about
people.

5 fgir and consistent in all
alings with people.

Is bias in dealings with
people, favouring those
who are like them.

Champions diversity and
difference by seeking oul
the views of others who

50,

will think M&.ﬂd
encourages others to do /

Values diversity and
difference.

Creates a closed culture
where “sameness” and
group think are valued.

Version 1.2 All materials © 2025 McKenzie LLP

www.diversitymckenzie.co.uk

at mckenzie

Page 14 of 16




@ CAMBRIDGESHIRE

CAMBRIDGESH
FIRE & RESCUE SERVICE

Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

16:10

Personal Development Planning - Perceived Areas of
Strengths and Developments:

Delegates rate their own performance against each of
the ‘exceeding’ criteria of the four selected CFRS values
and the six hallmarks of an Inclusive Leader opposite

Visibly Authentic Awareness Curious -
Committed Leadership of Bias and About Collaborative
to E.D.I Style Exclusion /

Six Hallmarks of an Inclusive Leader

Delegates work on personal development plans and
action planning under the headings

1: Things | am currently doing which | should STOP doing
to be a more inclusive leader.

2: Things | am currently NOT doing which | should START
doing to be a more inclusive leader.

3: Things | am are currently doing which | should
CONTINUE to do as it meets the ‘exceeding’ standard
of our values and is therefore inclusive.

Following the part one event, delegates prepare to share
both their personal development plans and their actions
to date with their manager during the part two events.

Delegates use this
rating scale:

4 = Excellent
3 = Minor

Development
needed

2 = Major
Development

needed and

1=Poor
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Leading an Inclusive Workplace Climate:
Example Session Plan — Manager Events:

Time: | Activity: Outcomes:
16:25 | Questions and Answers
Signposts
16:30 | Event Close
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