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Change happens with Context – so raise awareness first



Key principles about effective D&I….

• D&I is about people.

• D&I starts with awareness.

• D&I is ever-evolving. 

• D&I is never done.



Deloitte “Respect & Inclusion” Video can be found on YouTube

https://www.youtube.com/watch?v=7G0OUHnCudw
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A recent wedding – everyone here is related…



D&I is no longer a nice thing to do…

“Research shows that there is a direct correlation between 
high-skilled immigration and an increase in the level of 
innovation and economic performance in cities and 
regions.”

World Economic Forum Research up to 2019

“Organisations with more diverse 
management teams have 19%  higher 
revenues due to innovation“

Boston Consulting Group - Diversity Study

“Organisations with gender or ethnic 

diversity make 15% to 35% more revenue 

and profit than less diverse companies.”

McKinsey - “Diversity Matters 2014 to 2019” 



The benefits of D&I

“Organisations with more diverse 
management teams have 19%  higher 
revenues due to innovation. “

Boston Consulting Group - Diversity Study

“Organisations with gender or ethnic 

diversity make 15% to 35% more revenue 

and profit than less diverse companies.”

McKinsey - “Diversity Matters 2014 to 2019” 

Improvement in performance 
for companies with a gender 
diverse executive team

Job seekers are influenced by a 
company’s D&I performance  
when considering a role

Improvement with an ethnically 
diverse team of employees

Young talent (Gen Y/Gen Z) who are 
influenced by D&I performance

Improvement in employee 
engagement

Increase in an employee’s  
wish to stay in a company

Increases when companies have 
inclusive business culture/policies

Diversity and Inclusion research from 
Talent Insight in 2020 found these 
benefits when companies focus on 
D&I activities and policies.



Diversity only works if it is inclusive

“Diversity is being invited to the party. 
Inclusion is being asked to dance“

Verna Myers, 
VP of Inclusion Strategy



Diversity doesn’t necessarily mean Inclusion

Source: McKinsey Research 2019 – Diversity Matters

Positive perceptions from employers 
about diversity in a proactive company

Positive perceptions from employees 
about inclusion in a proactive company

29%52%



DEI – the next phase of Diversity and Inclusion?

Diversity:  This is about all the ways in which people differ from 
identity to ethnicity, from gender to orientation and intersectionality, 
and from ability to beliefs etc.

Equity:  This is about the fair treatment, support, access, opportunity, 
and advancement for all people. It’s about fairness and justice for all in 
the organisation.

Inclusion: This is about creating environments in which any individual 
or group can be and feel welcomed, respected, supported, and valued 
so that they can fully participate and contribute.



A few words about Insersectionality….

Definition: The Theory

• Intersectionality is a framework for 
conceptualizing a person, group of people, 
or social categorisation such as race, class, 
gender, beliefs, orientation etc.

• It takes into account a person’s overlapping 
identities and experiences and beliefs  in 
order to understand how they see 
themselves.

Definition: The Reality

Intersectionality is a framework for 
conceptualizing a person, group of people, or 
social categorisation such as race, class, 
gender, beliefs, orientation etc.

It takes into account a person’s overlapping 
identities and experiences and beliefs  in order 
to understand how they see themselves.



Challenges faced in setting up a D&I programme

Challenges

• It’s not a core strategy

• It’s difficult to understand/talk about

• Time and resources are lacking

• Budget is lacking

• It feels like a huge task

• There can be too many biases

• People fear failure or change

• Not knowing where to start



Where should you start?

• Your talent? (Attract and retain the best talent; 
i.e. employer of choice?) 

• Your marketplace? (Increase collaboration 
with diverse customers, partners, suppliers?)

• Your products & services (Should you 
develop, extend or expand?)

• Your innovation? (Accelerate innovation and 
improve the bottom line, market share, brand or 
reputation?)

There are so many directions to go in…



Diversity & Inclusion: A Beginner’s Organisational Guide

© 2022 Henry Rose Lee. Unauthorised copying strictly prohibited. All rights reserved.
Source: Glassdoor and Indeed user-generated comments 2020

Full of white, male 
privilege – if you’re pale, 
male and stale you’ll get 

all the promotions

Management does not 
foster an inclusive 

culture for all levels of 
employees

I don’t feel valued or 
consulted and I don’t 

have a sense of 
belonging: I’m just a 

number

Employee reviews provide insights into D&I

• Lack of diversity

• Lack of leadership

• Lack of equality

• Lack of open-ness

• Lack of belonging

Start with your people – they often find these D&I challenges



True or False?

Quotas in leadership 
& management teams 
(including exco or 
board level) work well

FALSE



True or False?

Diversity of 
advertising and 
marketing will reap 
business benefits

FALSE



True or False?
Feeling unvalued is 
the top reason for 
employees to quit, 
even without a job

TRUE

https://my.executivegrapevine.com/content/article/2021-08-17-why-are-so-many-workers-quitting-right-now


Some staff quit even without a new job to go to…

Top reasons for quitting without a job:

1. Don’t feel valued  by the firm (54%)

2. Don’t feel valued by my manager  (52%)

3. Don’t feel a sense of belonging or 
engagement at work (51%)

Source: McKinsey Great Attrition 2021

https://my.executivegrapevine.com/content/article/2021-08-17-why-are-so-many-workers-quitting-right-now


What’s the No#1 element that makes D&I work well? 

Leadership



After leadership what will support your D&I activities?

Data



To get started, consider these six elements of D&I activity

1: Strategic 
Thinking
(Leadership)

2: Education

3: Recruitment



To get started, consider these six elements of D&I activity

4: Engagement

5: Retention

6: Brand-Building



Six Pillars for the D&I Working Group to consider

Confirm your overall strategy – i.e. what you’d like to achieve - across these key pillars:-

1. Leadership: Getting all key leaders and managers involved – start at the top

2. Education: Do D&I learning & development at regular intervals (onboarding, innovation hub, career 
development etc.) To include D&I awareness EQi, UB, how to talk about D&I 

3. Recruitment: Focus on attraction & recruitment (i.e. hiring policy to include D&I guidelines)

4. Engagement: Ensure full engagement (including Diagnostics, Communications and Events)

5. Retention: Aim for better retention (including understanding why people stay or leave)

6. Brand: Build your D&I brand (e.g. marketing, partnerships, internal/external PR/comms)



Step 1: Get feedback and analyse your data – these are top 10 Qswi

1. (Belonging) I feel like I truly belong here

2. (Belonging) I feel like I don’t have to downplay aspects of my physical, cultural, spiritual or emotional 
self at work

3. (Voice) I feel able and comfortable to voice my opinion, even if it’s different from my colleagues

4. (Voice) When I speak up, my opinion is valued

5. (Diversity) I believe this organisation is an inclusive employer

6. (Diversity) People of all cultures and backgrounds and experience are valued here

7. (Opportunities) I believe that everyone is able to succeed here, regardless of their background or 
characteristics

8. (Fairness) I feel that promotion decisions are made fairly here

9. (Getting more feedback) What more can we do to become an even more inclusive employer?

10.(Getting more feedback) Is there any other feedback you have about this very important topic?

Source: Hive HR and others 2022



Step 2: Devise a strategy with a Road Map – here is an example

Complete 
Diagnostic

Set Post-Flip 
Activity

The D&I 
Journey has 

begun

Board/SLT 
sponsor

Diagnostic Report to 
sponsor/board

Run Diagnostic

D&I Awareness 
Training for all

Mentor/Reverse 
Mentor Prog.

Quarterly Comms & 
Annual Event

Establish initial D&I 
Working Party

Agree D&I 
Strategy

D&I Hiring 
Programme

Induction
Prog. for all 
new hires



A D&I Journey could look like this over time (you choose timeframes)

Foundational 
(AWARE)

Developmental
(COMPLIANT)

Progressive
(INTEGRATED)

Mature
(SUSTAINABLE)

Your leadership has made a 
start by:

• Discussing and agreeing a 
starting point for the D&I 
strategy (probably 
informed by a Diagnostic 
with key metrics/data)

• Setting up a Working Party 
to champion/support the 
D&I strategy

• Communicating company 
wide

• Starting with attraction, 
recruitment and 
onboarding

• Putting plans in place over 
a calendar year including 
learning & development, 
communications and new 
initiatives

The organisation has a clear, 
annual D&I programme 
including:

• A body of data over a key 
time period, demonstrating 
progress made

• Key HR policies in place 
for attraction and also 
recruitment and training at 
all levels on D&I

• Recruiting a D&I Manager

• Having an annual D&I 
event week for employees 
to raise awareness

• Establishing a shadow 
board and Innovation Hubs 
which encourage rotations 
and promote D&I in team 
members and activities

The organisation has 
embedded D&I including:

• Twice-yearly internal D&I 
event to show/celebrate 
progress made (including 
metrics/data)

• Intranet, Website & Social 
Media are building the D&I 
position and supporting 
the brand

• External partnerships 
undertaken with key 
clients or stakeholders

• All business processes are 
viewed through a D&I lens

• Specific initiatives are 
planned across the 
company’s global footprint 
and rotated

D&I is seen as a mission-
critical purpose & strategy

• There is an SLT D&I role

• Intranet, Website & Social 
Media continue promoting 
the D&I position and 
supporting the brand

• External D&I partnerships 
continue

• Management & Leadership 
development includes D&I 
training

• Data shows positive 
progress

• External benchmarking 
continues with awards and 
conferences

• Having a secondment to  
the D&I team is seen as 
key part of career 
development



Step 3: Organise a Working Party or Project Team

The Working Party can discuss the strategy and 
support implementation across four questions: 

a. What actions can be taken across the six pillars 
(leadership, education, recruitment, engagement, 
retention and brand?)

b. Which member of the working group will initiate or 
implement or support these agreed actions?

c. What are the deadlines for these actions to be taken in 
2023?

d. How will the actions/updates be communicated to team 
leads/execs for them to cascade to their teams?



Some ideas for you to consider now

REVISE YOUR ATTRACTION & RECRUITMENT

▪ Include D&I in your EVP

▪ Create a diversity video (regularly updated)

▪ Highlight diversity in job ads

▪ Widen your net for candidates

▪ Revise advert language

▪ Run blind hiring and have interview panels

▪ Teach recruiters how to avoid bias in interviews. 



Some ideas for you to consider now

DELIVER D&I LEARNING AND DEVELOPMENT

▪ Train to reduce unconscious bias and micro 
aggressions and raise D&I awareness.

▪ Include D&I awareness in induction/onboarding.

▪ Provide catch-up training.

▪ Rotate D&I champions/coaches to support all 
activities and events.



Some ideas for you to consider now

SET UP EMPLOYEE RESOURCE GROUPS (ERG) 

▪ (ERGs) are voluntary, formed by employees. 

▪ They usually form around common social identity.

▪ They must be open to all and inclusive. 

▪ They can champion diversity by running events. 



Some D&I activities to consider for teams

▪ Diversity Calendar

▪ “Have you ever…?” activity

▪ Artworks for D&I

▪ I am … but, I am not



Activity – Have you ever… sample questions

This activity helps team members understand more about themselves and each other. Assemble in person in a large, spacious room and ask the team 
members to stand in a line. Explain to the group that we all have some experiences that others do not have. Then tell them that you will start reading 
out a series of statements. Ask them to take one step forward or backward when a particular statement applies to them. You can read out a series of 
statements such as:
1. If you are left-handed, take a step forward.
2. If you are of Indian origin, (or Arab, or Jewish, or Caucasian – all these can be asked ) take a step forward.
3. If you have lived in more than one country, take a step forward.
4. If you rely on public transport, take a step forward.
5. If you have received a love letter, take a step forward.
6. If you had weekend or holiday jobs before you were 18, take a step forward.
7. If you have received a love letter, take a step forward.
8. If you speak more than one language, take a step forward.
9. If you have a nickname that you like to use for yourself, take a step forward.
10. If you have visited an art gallery or museum, take a step forward.
11. If you have come from a single-parent background, take a step back.
12. If you have ever faced sexual harassment at the workplace, take a step back.
13. If you have ever faced an identity crisis, take a step back.
14. If you have  been a victim of a crime, take a step back (you don’t have to share what that crime was)
15. If you have ever been bullied, take a step back.
16. If you have ever felt out of your comfort zone, take a step back.
17. If you ever been called a horrible nickname, take a step back.
18. If you have ever broken a bone, take a step back.
19. If your first or last name has been mispronounced, take a step back.
20. If someone has ever touched your hair without your permission, take a step back.
After all the statements are read out, ask the team members to look around and see where other people are in the room. Finally, ask everyone to sit in 
a circle and discuss how they feel and what they have learned about themselves or others. 



Heinken “Worlds Apart” Video can be found on YouTube

https://www.youtube.com/watch?v=dKggA9k8DKw



▪ McKinsey article about how employee resource groups are good for inclusion 
https://www.mckinsey.com/capabilities/people-and-organizational-
performance/our-insights/effective-employee-resource-groups-are-key-to-
inclusion-at-work-heres-how-to-get-them-
right?stcr=98C5B8361DDB4D55AD56EE42E0D9AE81&cid=other-eml-alt-mip-
mck&hlkid=bc35543be9714f27a5c950532c8050d1&hctky=10211940&hdpid=d66
062e5-4f11-40ad-b506-d019cda63979

▪ Harvard audio and article on continuing to work on D&I: 
https://hbr.org/podcast/2022/12/youve-made-some-dei-progress-dont-stop-
now?utm_medium=email&utm_source=newsletter_daily&utm_campaign=dailyalert_
actsubs&utm_content=signinnudge&deliveryName=DM234719

Bibilography



Thank You
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Thanks very much – any questions?

Email: henry@talenttio.com

Website:  https://www.intergenerationalexpert.com

LinkedIn:  https://www.linkedin.com/in/henryroselee/

mailto:henry@talenttio.com
https://www.intergenerationalexpert.com/
https://www.linkedin.com/in/henryroselee/

