
Increasing Diversity in the Recruit to Train 

Workforce 
Based on recent discussions about increasing diversity in the Recruit to Train 

(RTT) workforce, this document collates useful information and practical tips to 

help guide the recruitment process towards hiring a diverse range of people. 
These were collected from various sources including the Government Equalities 

Office, Department for Work and Pensions, Anna Freud Centre, Kings College 

London, University College London, Chartered Institute of Personnel and 

Development (CIPD) and discussion with members of The Children's Wellbeing 

Practitioner BAME Inclusion Group. 

Our aim is to build a workforce which reflects the diverse communities where 

practitioners work by promoting equality of opportunity in the recruitment 

process. 

Employers can take active steps to: 

• increase the representation of currently under-represented groups to 

make the RTT workforce more diverse 
• build an inclusive environment where trainees are able to be 

themselves at work and also feel supported, empowered, valued, 

respected, fairly treated and able to achieve their full potential 

• ensure that trainees have access to reasonable adjustments or 

additional support to enable them to access work and the training course  

 

Why focus on diversity? 

Greater diversity in staff experience, knowledge, languages and perspectives can 

enrich services and help to provide culturally sensitive and tailored services that 
meet the needs of the local population. As an example, many service users 

would prefer to see someone with the same ethnic background as themselves as 

they would have more confidence that they would understand their situation and 

experiences. Cultural naivety and insensitivity within healthcare services can be 

a barrier to access services and reduce satisfaction  

 

King's College London (KCL) and University College 

London's (UCL) commitment to increasing diversity 

KCL and UCL’s equality policies and statements set out their aspirations, with 

their action plans aiding in implementation. Translating these policy 

commitments into everyday practice will enhance the experience of trainees at 

the universities. King’s & UCL are both currently refreshing their EDI policies but 

both universities current approaches can be found here for KCL and here for 

UCL. The Universities value our partnerships with the services and look forward 
to working together to improve equality, diversity and inclusion within our 

trainee cohort as well as in the learning spaces and workplaces they attend.  

https://www.gov.uk/government/organisations/government-equalities-office
https://www.gov.uk/government/organisations/government-equalities-office
https://www.gov.uk/guidance/inclusive-recruitment-support#tips-for-recruiting
https://www.annafreud.org/
https://www.kcl.ac.uk/
https://www.kcl.ac.uk/
https://www.ucl.ac.uk/
https://www.cipd.co.uk/
https://www.cipd.co.uk/
https://www.linkedin.com/groups/8873855/
https://www.linkedin.com/groups/8873855/
https://www.baatn.org.uk/wp-content/uploads/Perceived-barriers-to-accessing-mental-health-services-among-black-and-minority-ethnic-BME-communities.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4228688/
https://www.kcl.ac.uk/hr/diversity/di-at-kings/policies
https://www.ucl.ac.uk/equality-diversity-inclusion/
https://www.ucl.ac.uk/equality-diversity-inclusion/


Practical tips to increase diversity in candidate sourcing 

and screening 

• Invest in tools to understand your local area, collect data and monitor the 

recruitment process 

• Root out bias by reviewing job descriptions and person specifications and 
focusing on inclusive language in job adverts and person specs 

• If your organisation is under-represented by people with protected 

characteristics, you could begin job adverts with a welcome statement 

e.g. ‘We are an equal opportunities employer. Our workforce is currently 

underrepresented by xx communities... we would welcome applications 
from these communities to ensure our workforce is representative of the 

communities that we work with’ to encourage applications 

• Expand networks to advertise roles  

o Advertise widely and on more than one platform e.g. local job sites, 

social media, government ‘Find a Job’ service. Distribute job 

advertising to potential candidates with knowledge or perspectives 
that your team may be missing such as men’s charities, youth 

charities, BaME/disability/LGBTQIA+ networks, local community 

and religious groups etc. 

• Anonymise the recruitment process 

• Rethink the factors that you screen for (e.g. second languages, 
experience with local community groups)    

• Ensure all interview panels are diverse and representative of the 

communities you work with 

• Choosing potential-focused interview questions and recognise 

transferable skills 
• If faced with a ‘tie-breaker’ situation with two candidates of equal merit, 

employers can apply positive action to choose the candidate with 

underrepresented protected characteristics or otherwise disadvantaged 

(see this Equalities Office booklet for more information) 

We all want to ensure that the staff we recruit and the trainees we train are 
representative of the children, young people and families who access our 

services. Paying attention to increasing diversity in the workplace will help to 

ensure that the help we offer is meaningful and reflective of all communities. 

 

Appendix:  

Additional resources on understanding and addressing unconscious biases, 

building an inclusive workplace and recommendations for diversity management: 

• Gaining awareness of unconscious/ implicit bias  

o https://archive.acas.org.uk/unconsciousbias 

o https://www.enei.org.uk/diversity-inclusion/unconscious-bias/ 

o Watch a quick video explanation below: 

 

https://www.nomisweb.co.uk/
https://www.gov.uk/advertise-job
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/85046/positive-action-recruitment.pdf
https://archive.acas.org.uk/unconsciousbias
https://www.enei.org.uk/diversity-inclusion/unconscious-bias/
https://www.youtube.com/embed/rbe5D3Yh43o?feature=oembed


• Unconscious bias in recruiting: watch a quick video explanation below. 

 

 

• To become aware of hidden biases, take the Project Implicit online 

test:https://implicit.harvard.edu/implicit/ 

• CIPD report - Diversity management that works: an evidence-based view 

https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-

revised_tcm18-65334.pdf 
o Summary of recommendations: 

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversit

y/management-recommendations 

• CIPD report Building Inclusive Workplaces: 

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/buildi

ng-inclusive-workplaces 
• UCSF - Strategies to Address Unconscious Bias 

https://diversity.ucsf.edu/resources/strategies-address-unconscious-bias 

  

https://implicit.harvard.edu/implicit/
https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-revised_tcm18-65334.pdf
https://www.cipd.co.uk/Images/7926-diversity-and-inclusion-report-revised_tcm18-65334.pdf
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/management-recommendations
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/building-inclusive-workplaces
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/building-inclusive-workplaces
https://diversity.ucsf.edu/resources/strategies-address-unconscious-bias
https://www.youtube.com/embed/Q0ne13lv8hE?feature=oembed

