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How Coaching Supports Diversity & Inclusion

The leading professional body for HR and people development in the UK and globally, the CIPD, sets out that promoting and delivering Equality, Diversity & Inclusion (EDI) in the workplace is an essential aspect of good people management. It’s about creating working environments and cultures where every individual can feel safe, experience a sense of belonging, and is empowered to achieve their full potential.  As coaching aims to support the coachee to achieve their full potential, we wanted to explore the relationship between coaching and diversity & inclusion.

The Equality Act 2010 provides legal protection for nine protected characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation.  However, the CIPD suggests that an effective EDI strategy should go beyond legal compliance and consider a person’s individual identities which can advantage or disadvantage them, such as accent, caring responsibilities, colour, culture, gender identity and expression, mental health, neurodiversity, physical appearance, political opinion, family status and socio-economic circumstances.  By taking this broader approach, the EDI strategy will add value to the organisation, contribute to the wellbeing and equality of outcomes and impact on all employees.
 
Coaching has a key role in supporting and encouraging diversity & inclusion:

· Coaching is a powerful tool for personal and professional development.  It can help the coachee develop the self-awareness, emotional intelligence and communication skills including active listening, which will help them work in diverse teams and will support them as they move into leadership positions or take on new responsibilities within an organisation.  Coaching will also help the coachee recognise and challenge harmful behaviours.

· Coaching can foster a more inclusive workplace by connecting employees from underrepresented groups to leaders.  This can also help organisations retain diverse talent.

· Coaches can also help the coachee recognise their biases, prejudices and misconceptions, enabling their personal growth and supporting the development of their empathy.  Coaching can also help the coachee recognise others’ biases and prejudices.  Coaching creates a safe, confidential and non-judgemental space for individuals to discuss EDI related concerns, share their experiences and explore their feelings.
Specific EDI coaching is also a useful tool to support the successful implementation of an EDI strategy.  The coach can help the coachee explore the concept of EDI, reflect on where there are barriers to inclusion and develop an action plan to implement EDI initiatives.  This can foster a culture of learning and improvement, encouraging individuals to be actively involved in creating an inclusive environment. 

For coaching to support diversity & inclusion, whether the coaching is EDI specific or not, it is important that the coaches exhibit a number of competences.  Firstly the coach should understand the importance of EDI and should recognise the value of an inclusive working environment.  The coach should be culturally competent, understanding the challenges individuals from diverse backgrounds face; and they should communicate inclusively, ensuring that their language and non-verbal communication is inclusive.  They should check themselves to ensure that they are not exhibiting any biases or prejudices, ensuring that their coaching approach is open and welcoming to all individuals.
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