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In order to ensure that the webinar runs smoothly:

Please remain muted throughout the whole meeting

If you would like to raise a question or share your view 
please raise a hand and wait until you are asked

Please note that the webinar is recordedREC



Working Together as a year-run program

Already delivered

✓ Managing cultural diversity in the workplace (Feb-Mar)

✓ Inclusive recruitment (Mar-Apr)

Upcoming topics

• Inclusion and diversity as drivers supporting employee 
engagement and career development (May-Jun)

• Language ethics: communication and interpersonal relations 
(Sep-Oct)

• Inclusive Employer Branding (Nov-Dec)



Inclusion and diversity as drivers supporting employee 
engagement and career development 

• Experts’ personal experience and perspectives on evolving inequalities 
through their careers, where are we now, what progress can they observe

• Ways to reduce inequality in the workplace regarding development 
opportunities, chances of promotion and equal pay/salary

• Barriers to making more progress in equality in the workplace

• Companies’ initiatives addressing increasing vulnerabilities for women in 
the workplace during the pandemic – BSS’ perspective on women 
situation during pandemic, incl. equal parenting rights for woman & man

• Equality and a discrimination-free workplace best practices



✓ Your story, your case study may by presented during 
the next webinars

✓ Call for Papers

✓ White Paper
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An inclusive 
culture is 6 

times as likely 
to be innovative 

and agile

…Don’t 
waste a 
crisis…

Diversity and Inclusion vs 
Inclusion and Diversity

Portfolio 
Careers

Remote 
Opportunities

Broadening 
the talent 

pool
Ethnically and 

culturally diverse 
teams are 36% more 
likely to outperform 

their competitors
(Mckinsey)

Diversity of thought 
enhances innovation 

by 20% and 
increases the ability 
to spot risk by 30%.

(Deloitte) An inclusive 
culture results in a 

team that’s twice as 
likely to meet or 
exceed financial 

targets

An inclusive 
culture is 8 times 

more likely to 
achieve better 

business 
outcomes.

Changing needs 
of candidates 

Look beyond the 
recruitment 

process



Driving an inclusive culture 
through our mindsets, 

behaviours and decision making

Minimize barriers in order to 
maximize our collective 

potential for success

Inclusive 
Leadership

Consciously 
Inclusive
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Equity 
by Design

Ensuring diverse thinking is 
respected, managed, heard 

and applied

Placing value on wellbeing and providing 
services and support appropriate for the 

wellbeing needs of our colleagues

Wellbeing

We believe in talent, not labels
We envision a world in which talent matters, not labels, and where everyone has a chance to be part of the world of work

Drive an inclusive culture through deliberate conversation, behaviours and actions 

Attract, recruit and retain more diverse talent populations

Enable accessibility and equality for all through our processes, tools and policies

Global Partnerships 
Paradigm4Parity, Valuable500, International Paralympic Committee, European 
Network Against Racism, World Employment Confederation, ILO 

Analytics

D&I Engagement Survey, HRIS, RXO

Our approach to D&I



RXO - Pontoon

“Create a fully inclusive 

end-to-end careers 

experience for all 

candidates – through our 

3rd D&I pillar Inclusive 

Led Design”

Addressed across the end-to-end 

spectrum of the candidate flow:

• Technology 

• Process flow and steps

• Behaviours and dialogue and 

training

Anonymous CV screening

Redacted CV’s withholding PI

Neutral language tech for job descriptions

Working across languages and cultural nuances 
Source of candidates

Diverse job boards – clear criteria for 
which channels of engagement are 
utilised 

Assessments
• Accessibility of assessments
• Varied assessments to trigger 

cognitive diversity i.e. 

gamification vs situational 
judgement vs audio. 

Panel Interviews 

Multiple and diverse hiring managers making final 
decision to avoid biased selection

Process

Fair and equal end-to-end process is 
fair and all candidates get the same 
opportunity. If not consistent for all 

jobs then at least consistent per job 
role

Behaviours/Training

Range of e-learning to full 
“Inclusive Licence to Hire” –
internal certification Hiring 

Managers and Recruiters must 
get prior to being allowed to 

hire Internal Mobility

Global process on when and how 
this can be done – equal for all to 
reduce unfair advantage



• Prioritise an inclusive culture as much as a diverse 
workforce

• Consider all aspects of an inclusive hiring process 
(end-to-end)

• “Don’t waste a crisis” – opportunities opened up by 
Covid-19

• Significance (and challenge) of data
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Risks & Traps

Halo effect

Anchoring bias



Tips & Hints

Define the role Phone screen
Structured 
Interviews

Assessments

Panel Interviews –
including 

interviewers outside 
of team

Diverse Interview 
panels 

IV Questions 
Guides

Diverse hiring 
teams

Educational/Upskill 
sessions 
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✓ Diversity & Inclusion as a trend which is not entirely reflected in 
the law

✓ Inclusion – there is no legal definition

✓ Inclusion – a definition to be reconstructed by legal cases, goals, 
internal policies

✓ A foundation for law changes 

✓ A value to be followed by employers/leaders

✓ Creation of positive image of the company in the market



✓ European Union law

✓ Polish law

✓ Tips for leaders/employers

✓ Positive discrimination

✓ Q&A









Burden of proof

The burden of proof determ ines w hich party is responsible for  put t ing forth 

evidence in order to prevail on their  cla im . 

The genera l ru le is that the burden of proof lies w ith the party w ho m ak es the allegat ion . I t

m eans that anyone w ho w ants a court to agree w ith a fact and draw the consequences, needs to

prove th is fact .

The COUN CI L DI RECTI VE 9 7 / 8 0 / EC REVERSED TH E BURDEN OF PROOF in discr im inat ion cases,

requir ing the em ployer to prove that a part icu lar pract ice is not discr im inatory.

I t br ings responsibilit ies for em ployers – creat ing interna l procedures, ga ther ing recrut im ent

docum entat ion – to ensure that the com pany is prepared in case a lega l dispute occurs and there

w ill be a necessity to provide evidences that pract ices w ere not discr im inatory.







Labour Code

Art icle 18 ind.3a. Prohibit ion of discrim ination - definit ions

§ 1. Em ployees should be treated equally in relat ion to establishing and terminat ing

an employment relat ionship, employment condit ions, promot ion condit ions, as well as access

to training in order to improve professional qualificat ions, in part icular regardless of sex,

age, disability, race, religion, nat ionality, polit ical beliefs, t rade union membership, ethnic

origin, creed, sexual orientat ion, as well as regardless of employment for a definite or

indefinite period of t ime or full- t ime or part- t ime employment .

§ 2. Equal t reatment in employment means not discrim inating in any w ay, directly or

indirectly, on the grounds specified in § 1.

 Direct and indirect discrimination

 Sexual harassment



Labour Code

Art icle 1 8 ind.3 b. Catalog of infr ingem ents of the principle of equal t reatm ent

§ 1 The violat ion of the principle of equal t reatm ent in em ploym ent , subject to §§ 2‒4, means an

em ployer t reat ing an em ployee different ly on one or more grounds referred to in Art icle 18 ind.3a§1 with

the effect of, in part icular:

1) term inat ing or reject ing the establishm ent of an em ploym ent relat ionship ,

2) establishing disadvantageous condit ions of remunerat ion for work or other em ploym ent , or the em ployee’s not

being selected for promot ion or not being granted other work- related benefits,

3) the em ployee’s not being chosen to part icipate in t raining organised to improve professional qualificat ions,

UNLESS THE EMPLOYER PROVES THAT I T W AS BASED ON OBJECTI VE REASONS.

§ 2 . The principle of equal t reatm ent in em ploym ent is not violated by conduct aim ed at legit im ately

different iat ing the situat ion of an em ployee that includes:

1) not em ploying an em ployee on one or more grounds referred to in Art icle 183a §1 w here the type of w ork

or the condit ions of it s performance m ean that the character ist ic or the character ist ics referred to in that

provision const itute a genuine and determ ining occupat ional requirem ent for the employee



Labour Code

Art icle 1 8 ind.3 d

§ 1 Consequences of violat ion of the principle of equal t reatm ent in em ployment .

A person against whom an employer has violated the principle of equal

t reatm ent in em ploym ent has the right to com pensat ion of at least the

am ount of the m inim um rem unerat ion for w ork , determ ined in separate

provisions.



Labour Code

Art . 2 2 ind.1 Em ployee 's persona l in form at ion

Cata log of persona l da ta w hich m ay be requested by an em ployer from an

em ployee - a lso applies to recruitm ent

The legal norm contained in Article 22 ind. 1 of the Labour Code allows to divide all

circumstances concerning the life of an employee and a candidate for an employee into

four spheres: personal identification, work, personal secret and private secret.

Article 22 ind. 1 of the Labour Code limits the employer's right to ask questions

concerning two spheres of the candidate's life - the sphere of persona l ident if ica t ion

(but without the need to give the PESEL number) and the sphere of w ork , leaving the

questions belonging to the private sphere and the sphere of personal secrecy outside the
candidate's obligation to disclose them except when a special provision allows it.

Labour Code allows to gather additional personal data upon the consent of the candidate.
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