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Diversity is much wider than any one aspect; it's much more than gender, or race. Diversity is a complex,

intersectional, and vast issue that needs a complex, carefully curated, and extensive solution. 

In the UK specifically, 77% of tech director roles are fulfilled by men, and 23% women. In the wider

economy, 71% of directors are men, and 29% are women. While tech directorship is lagging behind the

rest of the economy, the tech workforce more broadly is made up of 81% men, and 19% women –

meaning that tech leadership has better gender balance than those working in tech more generally

(Tech Nation, 2020). 

This is interesting as it’s unusual to have a better gender balance at leadership level than in general. We

would expect diversity at the top to reflect elsewhere. This assumes unconscious bias is rational, when in

fact it often acts in direct opposition to conscious beliefs held. And sometimes it acts serves be more

critical of people who are similar to you (e.g. Queen Bee Syndrome). This is why we have to go further to

unconscious bias training alone and we need to put transparent systems and structures in place to

challenge negative AND positive assumptions held based on identity and ensure fairness and objectivity.

When looking at nationality, tech directorships are composed 18% of people with a non-British nationality,

compared to 13% in the wider economy. This is higher than the proportion of non-UK nationals working in

the tech sector – which is 15% compared to 10% across the whole of the UK economy (Tech Nation, 2020).

Diversity and Inclusion can be a difficult topic to address and the common issue is knowing where to start

on that journey as a business and how to improve D&I naturally to make real change. Diversity doesn't

have to be scary, but it is complex, so what better place to start than our own behaviour and the driving

force behind that... the brain!

The following covers key challenges and considerations for businesses, as well as next steps which take

into account behaviour, so you are equipped to turn intentions into actions and make real, permanent

change.

With thanks to

Mel Venner (MCIPD)

Founder of Instinct Performance
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https://technation.io/insights/diversity-and-inclusion-in-uk-tech-companies/
https://blog.careerminds.com/blog/the-queen-bee-syndrome-women-share-their-stories#:~:text=Queen%20Bee%20Syndrome%20is%20defined,cause%20of%20the%20Queen%20Bee
https://technation.io/insights/diversity-and-inclusion-in-uk-tech-companies/


The brain uses a lot of energy and largely relies on shortcuts (assumptions) and the reticular

activating system (filtering) to respond to relevant stimuli in the environment. For example, your

reticular activating system (RAS) filters out your nose from your vision despite being able to see it all

the time, and your brain constantly makes shortcuts between shapes and words, or sounds and

speech.

This is necessary and useful... until it isn't.

This is where unconscious bias ties in, which is made up of shortcuts your brain makes without you

consciously being aware of it. Unconscious biases are usually built upon social stereotypes about

certain groups of people that individuals form outside their own conscious awareness. Everybody has

unconscious bias, which is why people will often embark upon unconscious bias training in order to

raise their own awareness of their bias. This awareness is important but it's only the first step.

Unconscious bias training alone is unhelpful, and needs to be accompanied by wider education,

coaching, or training.

To truly make a difference and make a change we need to use stats and stories, to elicit emotional

and logical responses. 
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The Brain & Unconscious Bias

Benefits of Diversity

Diverse teams solve problems 60% faster and are 83% more innovative (Harvard Business Review, Deloitte,

People Management).

54% of women and 45% of men research a company’s D&I policy before accepting an offer. (PWC)

Diverse companies are 25% more likely to see above average profitability (McKinsey & Co.)

Amongst many other benefits, three key stats that illustrate the importance of diversity are: 
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https://hbr.org/2017/03/teams-solve-problems-faster-when-theyre-more-cognitively-diverse
https://www2.deloitte.com/content/dam/Deloitte/au/Documents/human-capital/deloitte-au-hc-diversity-inclusion-soup-0513.pdf
https://www.peoplemanagement.co.uk/experts/research/diversity-drives-better-decisions
https://www.pwc.co.uk/human-resource-services/assets/documents/diversity-and-inclusion-reputation-2017.pdf
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
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Meritocracy and Diversity
A criticism of increasing diversity and inclusion is the argument that "well, surely the best person for the

job should get the job... race, religion, gender etcetera shouldn't even be a factor". And that's completely

accurate. Those factors should be irrelevant, but because of unconscious bias, they're not.

A lot of companies recruit for, and based upon, their own image, but an organisation which reflects its

customers and supply chain more fully will naturally be more competitive, and companies should start

focusing on the competitive advantages around diversity, rather than just the social justice narrative.

There is a strong belief within some businesses that in order to improve diversity you have to

compromise on merit, which is simply not the case. Not only is diversity so intersectional that you're

probably working harder to hire homogenously, but the discourse itself if purely myth. If your recruitment

processes are sound, you should be attracting diverse candidates who are suitable and qualified for

your role. Nobody is suggesting that diversity should be forced, only that processes should be improved

to open up fair and equal opportunities across the board.

Validity of Quotas

D&I is more than a statement or quantitative target in your policy. Quotas can often be more of a curse

than a useful tool as this can lead to pressure and often hostility towards progression because it is being

imposed and forced without much in the way of education and coaching. This hostility emerges as a

result of our amygdala perceiving this forced change as a challenge to our beliefs and character, or a

threat which can elicit anger and frustration. This is why quotas and targets, which in some cases have

been tied to people's bonuses, are problematic and often counter-progressive.

Quota's can also sometimes lead to "minority privilege" - the assumption that someone has been hired

because of their diversity to fill a quota, and 'token hiring' (Wired 2020) - hiring based on a person's

characteristics rather than suitability for a role. These are counter-progressive, belittling, and damaging

to those who are hired, and importantly doesn't create real impactful change. Plus, when these

candidates are hired for positions they aren't suited to and inevitably fail, it creates a dangerous

narrative that increases reluctance to improve D&I overall, despite this being a process flaw, and not an

issue with D&I itself.

Quotas give leaders the ability to over-rely on tick boxes to measure commitment and change, and often

companies think when a quota is met, their work is done, when really it's just on aspect of D&I. Essentially,

Diversity and Inclusion initiatives will fail if leaders view it as having an endpoint. For D&I initiatives to

really work in a company, there needs to be a commitment to long-term change. Processes need to be

reviewed, unconscious biases addressed, and the performance of those changes needs to be monitored.

This is all done through a mixture of awareness, education, and action.
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https://www.raconteur.net/hr/diversity-talent
https://www.wired.co.uk/article/token-hiring-blm-coronavirus


maxwellbond

Page 4Neuroscience and D&I in Tech 

What next?
Making real change through awareness, education, and real action is fundamental to changing attitudes

around D&I, and making long lasting improvements across all work sectors, including tech. D&I can be a

challenging topic to navigate, and when handled the wrong way, can be difficult and awkward to

address. The fear of this, means many people shy away from talking about it altogether. But the D&I

discussion doesn't have to be scary, or loaded with emotion, it can be discussed logically, usine

transparent criteria, statistics and science. Together we can move the needle in a positive direction in a

methodological and professional way to benefit all businesses.

To achieve this, business leaders need to evaluate where they are on their journey, and implement

relevant training, coaching, education, and process evaluations that are rooted in logic and emotions

(stats and stories). From this evaluation they can implement objective and transparent systems and

processes which support inclusivity and diversity across all areas of the business. And this all starts with

education.

Instinct Performance provides non-abstract, business savvy, five step plans, organisational

development and consultancy support rooted in science to provide logical, non-judgemental support

for businesses who don't just want to talk about D&I intentions, but who want to really make a

difference.

Turn talk into positive action today with Instinct Performance & Maxwell Bond. Get in touch.

Inclusivity First
Many businesses jump immediately to improving their diversity, without considering their environments

and whether they are inclusive enough to support a diverse workforce. Inclusivity must come first. You

may have heard of the saying "The proverb look after the pennies and the pounds will look after

themselves", and that ideology works perfectly here. If you take care of inclusivity, diversity will look after

itself.

If you start hiring diverse candidates into a poor environment with a lack of support for that diversity,

those candidates are likely to leave, and you will see high staff turnovers. However, if you flip this, and

start by surveying their current environment to determine how inclusive their environment is, they can

start to build the foundations for a diverse work space. 

By reviewing and improving processes and policies around hiring processes, clear progression

pathways, clear escalation points, supportive and inclusive cultures,  you will automatically start to

attract diverse candidates because the environment itself is welcoming and attractive. Actions speak

louder than words, and processes make those actions automatic. 

As business leaders you need to implement clear and transparent structures in your work place to make

it as easy as possible to do the right thing. For example, having a zero tolerance policy for discrimination

is great, but only useful if you back this up with clear processes on how people should address scenarios

where they feel this has been breached. This clarity and feeling of psychological safety to be able to

challenge problematic behaviour is fundamental to creating safe, inclusive spaces that enable and

support diversity.
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contact us
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contact us

marketing@maxwellbond.co.uk
0161 359 3280
www.maxwellbond.co.uk

Turn your D&I intentions into positive change with Instinct Performance's methodological
and business savvy five step plan, organisational development and consultancy support,
rooted in science and logic. Let's turn talk into action.

with thanks to our partner


