
The Positive Impact of  
Diversity and Inclusion on Business

Equality is the Ultimate Goal of D&I



Foreword
The worldwide epidemic of Covid-19 
has thrown families, communities, 
organisations and nations into 
unprecedented situations whereby 
global leaders are recognising the 
need to engage more with their 
people and put humanity at the 
heart of their decisions in order 
to navigate successfully into the 
“future normal”.

As organisations plan ahead, those 
determined to succeed will have 
ensured that Diversity and Inclusion 
(D&I) is a strategic priority in order to 
unlock innovation and support their 
teams to grow out of the crisis. 

Signium commissioned this research 
and invited us to collaborate on the 
insights. In this report we share our 
interpretation of what we mean by 
Diversity and Inclusion, and we invite 
you to consider the results of our 
global research with leaders about 
D&I in their organisations, undertaken 
prior to the 2020 Covid-19 epidemic. 

At Performance and Engagement 
we have been working with global 
leaders to integrate Diversity and 
Inclusion into every aspect of 
how they develop and grow their 
business. Research and our first-
hand experience have proven that 

performance and engagement grows 
from creating inclusive cultures that 
foster diversity.

We hope the results encourage you 
to evaluate your organisation and 
your plans for the “future normal” in 
how you are proactively ensuring that 
you are leveraging D&I to strengthen 
the capacity and effectiveness of your 
leaders, to unlock innovation, and 
maximise the attraction and retention 
of diverse talent. 

In this report we reveal insights and 
provide answers to business critical 
questions, including: 

• How does the perception of D&I in 
2020 vary across regions and industries 
and what does this mean for business?

• How does organisational ownership 
affect commitment to D&I?

• Can smaller companies more 
effectively build inclusion?

• Does D&I have less relevance now the 
world is more dynamic?

• What common mistakes are made 
when striving for D&I?

• What actions can businesses take to 
solve the challenges of D&I?

• What are the key takeaways worth 
noting from the research?

What does this report tell us?

“I believe that equality is the ultimate goal of Diversity and Inclusion. 
Achieving equal opportunities for all: black, white, female, male, all 
nationalities. D&I strategies and activation have a proven positive impact 
on topline and bottom line growth. It is about getting talent right: the 
right person in the right place. Signium is well equipped to assist you as 
we are present in key economic centers around the world.”
Drs Peter de Jong, Managing Partner NL & Vice President Marketing Global Board, Signium

Esther Crew, Founder and 
Director of Performance  
and Engagement Ltd
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What does ‘Diversity and Inclusion in business’ mean? 

The Diversity Wheel

Diversity refers to all the differences between us. 

The visible diversity factors that include gender, age and race etc. and those differences that are invisible unless shared  
by an individual.

Examples of invisible differences include neuro-diversity, nationality, family background, religion, personal values, etc.  
Inclusive organisations accept each person as an individual and everyone is valued for their contributions. 

Inclusion is about creating an organisational culture in which every individual is valued for who they are and their diverse differences.

Inclusive cultures create workplaces where everyone has the opportunity to develop so they can perform at their best - where people 
feel that they belong, they are respected and share a common purpose with the business to deliver success.

©2020 Performance and Engagement Limited. All rights reserved.
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This model categorises 3 layers of diversity as building blocks 
for a personality. It illustrates the mix of internal and external 
human differences and the organisational dimensions that 
can influence people. 
(Adapted from Gardenswartz & Rowe) 
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The research was conducted globally 
by Censuswide, an independent market 
research company across 65 markets 
worldwide, with a sample of 677 Business 
and HR leaders.

The sample was gathered from 13 countries: 
• EMEA : France, Germany, Italy, Spain, UK, 

South Africa;
• Asia Pacific: China, India, Japan;
• Americas: Brazil, Canada, Mexico, USA.

• Practice Groups 
 Consumer, Industrial & Manufacturing, 

Life Sciences, Professional Services and 
Technology

• Type of company 
 Listed (Stock Exchange quoted 

International) Companies versus 
Private (Privately owned International) 
Companies

• Annual turnover 
 Listed Companies with Sales of < 0,5 - 5 

U$ billion and 5 - 10 U$ billion and 
 Private Companies with Sales of  

< 0,5 - 1,5 U$ billion and 1,5 - 3 U$ billion

• Business leader vs. HR director 
 Listed Board Directors and HR Director 

versus
 Private Board Directors and HR Directors

We compared: Methodology

Introduction 
Diversity and Inclusion (D&I) within 
business organisations are broad terms 
which incorporate many aspects of 
people’s background, including gender, 
nationality and geographic origin, 
religion, race, sexual orientation and 
number of years of experience. These 
variations influence individuals hugely 
and their potential to develop as 
successful business leaders. 

Much research shows that companies 
with an effective Diversity and 
Inclusion strategy are more successful 
in delivering better financial returns 
above their national industry median1. 
Today’s society is now immersed in 
D&I – open any newspaper, browse 
any social media platform, ask any 
business community and we see it at 
the forefront. 

Research also shows that inclusive 
cultures, where every person is listened 
to, feels respected and is valued, can 
unleash hidden qualities and will 
encourage individuals to achieve their 
full potential. Organisations strive for 
trust, above all things, and this can 
only come from creating a sense of 

belonging and culture where people 
are accepted as themselves at work.

As the Association of Executive Search 
and Leadership Consultants (AESC) 
says, “Diversity and Inclusion are 
directly related to higher-achieving 
teams, innovation, better access to 
key markets, improved recruiting and 
retention, and healthier organisations.”

Diversity is also about welcoming how 
people think differently, also referred 
to as cognitive diversity. Organisations 
benefit from bringing different ideas to 
the table and avoiding group thinking, 
which can result in blind spots when 
forming strategy. Organisations that 
grow diversity of thought are achieving 
a competitive advantage through 
greater innovation and creativity. 

Signium, a Global Executive Search 
firm, conducted this research with 
the objective of quantifying the value 
that leaders from different types of 
organisations place on Diversity and 
Inclusion, as well as their levels of 
commitment to a D&I strategy and 
effectiveness at implementing it. 

“We believe our diversity, 
our differences, when 
joined together by a set of 
ideals makes us stronger, 
makes us more creative 
and makes us different.”
Barack Obama

1McKinsey Diversity Matters 2015
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Diversity and Inclusion 
improve business 

Importance of D&I visibility is 
higher for HR than Board Directors

Professional Services is the industry with 
greatest D&I commitment 

Senior leaders need to be held 
more accountable for D&I

Canada reports the strongest D&I 
commitment of all countries

D&I is more embedded in listed 
companies

91% say that D&I contributes positively 
to business performance. 

WHY? It brings huge benefits to business in 
terms of performance, attracting employees 
and improves the company’s reputation.

94% of HR leaders say it is important 
their organisation is seen as Diverse and 
Inclusive, versus 89% of business leaders. 

WHY? Undoubtedly because HR leaders are 
more informed about the benefits created by 
the initiatives being implemented.  

The Professional Services Industry was 
in 100% agreement on the value of an 
inclusive culture.

WHY? As a people-based service industry 
that often pitches for business, Professional 
Services can be asked to report on their D&I 
impact as part of this process and have fully 
adapted to meet this expectation.

7% drop in leadership responsibility for 
building D&I teams at 86%, versus their 
commitment to the idea at 93%.

WHY? Unless D&I is built into a leader’s 
performance objectives it will not be an 
actionable priority, so the commitment is 
higher than the accountability. This gap could 
be due to the relatively recent focus of D&I in 
business. 

Leaders from Canada were in 100% 
agreement that D&I contributes positively 
to business and is a key part of company 
strategy. 

WHY? As a country known for its strong 
environmental and social values it is not 
surprising that leaders showed the highest 
levels of D&I commitment.

Listed companies are 10% more likely to 
demonstrate D&I commitment than private 
companies.

WHY? Listed companies that are answerable 
to shareholders are subject to greater public 
focus, so their D&I strategy is typically more 
embedded than privately owned companies.

1
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Key findings
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Although Diversity and Inclusion are 
only becoming a focus for organisations 
in the last decade, the research shows 
that there is worldwide acceptance 
of its benefits. Over 9 in 10 leaders 
(91%) agree that Diversity and Inclusion 
contributes positively to their business 
performance. 

However, private companies slightly 
lag behind listed companies in their 
estimation of Diversity and Inclusion 
benefits: respondents who work for 
listed companies are more likely to 
agree D&I contributes positively  
to their business performance than 
those who work in private companies 
(92% vs.88%).  

Perhaps this small variation can 
be explained by the fact that listed 
companies are usually established and 
known brands (i.e. consumer listed 
companies) and therefore receive 
significantly more public scrutiny from 
stakeholders and boards, so it is not 
unreasonable to assume that their D&I 
narrative will be more sophisticated.

Looking at this more closely, the 
greatest difference lies in respondents 
from the smallest companies in 
the private category: only 85% of 
respondents from private companies 
with a lower turnover agreed. This 
further supports the point that smaller 
private companies are the least likely 

The strategic relevance of 
D&I to business performance 

SECTION 1: 

91% agree that Diversity 
and Inclusion contributes 
positively to business 
performance
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Insight

Organisations that are committed to D&I 
have understood that it creates business 
value and enhances performance. 
External stakeholders of publicly listed 
companies now expect organisations 
to have embraced D&I, setting a vital 
example for business leaders from the 
private sector.

Listed Company Private Company

86%

87%

88%

89%

90%

91%

92%

93% To what extent 
do you agree that 
Diversity and Inclusion 
contributes positively 
to your business 
performance? 

organisations to have an understanding 
of what D&I means to their 
organisation.

That said, business leaders in listed 
companies are more likely to agree than 
HR leaders in listed companies (94% v 
90%), whereas business leaders in

private companies are less likely to 
agree than HR leaders (86% v 92%). 

When comparing countries there is 
strong variation in the perceived value 
D&I brings. In Canada, a country known 
for its strong ethical values, it is not 
surprising that 100% of respondents 
agreed that D&I contributes positively 
to business performance. This was 
closely followed by Brazil, India and 
China, where 98% agreed. At the 
other end of the scale, only 78% of 
respondents from Mexico agreed. 

Interestingly, when comparing men 
and women, the highest number of 
people agreeing with the statement 
that Diversity and Inclusion contributes 
positively to their business performance 
are men in listed companies (96%). 
However, this drops by 10% for male 
respondents in private companies 
to 86%. This may be due to the fact 
that privately owned companies are 
often more conservative male-driven 
environments.

Countries that agree D&I 
contributes positively to 
business performance

Canada   100%
Brazil  98%
India  98%
China  98%
UK  96%
Germany   92%
Italy  92%
South Africa 88%
Spain  88%
France  84%
Japan   83%
USA  86%
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Defining intuition

Company commitment

The research shows the majority of 
businesses believe in the value of 
Diversity and Inclusion, and there is also 
high levels of commitment and follow-
through in businesses putting it at the 
centre of their processes. Over 9 in 10 
(93%) agreed that in their organisation 
they consider Diversity and Inclusion to 
be a key part of their business strategy 
and decision-making process. 

Once again, however, the small 
discrepancy between listed and 
private companies is present. Of the 
number of respondents who work for 
lower turnover listed companies, an 
impressive 99% agreed that D&I is a 
key part of their business strategy and 
decision-making process, whereas 
for private companies with a lower 
turn-over only 88 % agreed (a 10% 
difference).

Moreover, a huge 97% of male 
respondents in listed companies 
agreed that D&I is a key part of their 
processes, which dropped by 7% in 
private companies (84% of males). 
This could reflect the fact that there 
are far fewer women employed by 
private companies, where only 92% of 
respondents agreed.

The commitment of businesses 
to Diversity and Inclusion

SECTION 2: 

Insight

Insight

Having a clear organisational 
commitment that is visible and 
demonstrated by senior leaders 
is critical to unlocking the 
performance opportunities of 
D&I. Leaders that do not share 
the same level of commitment 
to D&I as their organisation will 
simply not prioritise it as an 
important focus. 

We expect to see growing 
scrutiny and regulatory D&I 
requirements for companies 
in the future. Internal and 
external stakeholders will expect 
more than an agreement that 
a commitment to D&I exists, 
and instead will be looking for 
evidence that organisations 
connect D&I to how they operate.

When we investigate the Consumer 
industry, splitting listed and private 
companies, we find a big drop to a 
company commitment indicator of just 
77% in private Consumer companies, 
versus 100% in listed Consumer 
companies. 

Individual senior leader 
commitment

It is also important to look at how 
determined the individual business 
leaders are to create Diversity and 
Inclusion. Indeed, the data revealed 
that 9 in 10 (90%) agree that their most 
senior leaders are committed to D&I.

In terms of the difference between 
industries, the research concluded that 
those from the Professional Services 
industry are most likely to agree that 
their senior leaders are committed to 
Diversity and Inclusion, with 93% saying 
so, closely followed by Industrial & 
Manufacturing and Technology at 92%. 
This is compared to just 87% of those in 

the Consumer industry who were least 
likely to agree with this statement. 

The highest country-wide agreement 
was from Canadians, Brazilians and 
Italians, each at 96%. Once again, the 
nation least likely to agree that their 
most senior leaders are committed to 
D&I was Mexico at 81% (a 15% drop). 
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Whilst there may be a significant 
amount of commitment within a 
business to Diversity and Inclusion, 
this is irrelevant if its leaders are 
not held accountable for delivering 
it – leaders make things happen. We 
asked business leaders to what extent 
they agreed or disagreed with the 
following statement: “Our leaders are 
held responsible for building diverse 
and inclusive teams”, and found that 
the results were lower than the levels 
of commitment: 86% agreed that their 
leaders are held responsible for building 
diverse and inclusive teams. 

Although this is still a high figure, it is 
interesting that all the variations in this 
category were down in the 80’s versus 
the much higher (above 90%) numbers 
seen for organisational commitment. 
In fact, over 1 in 5 (21%) of C-level 
executives at private companies 
disagree that their leaders are held 

responsible for building diverse and 
inclusive teams. 

Looking closely at how different 
nationalities view this issue, we found 
that while only 8% of respondents in 
Asia Pacific disagreed that their leaders 
were being held responsible for D&I, 
almost a fifth (17%) of respondents in 
the Americas disagreed. The countries 
least likely to agree were Germany at 
only 79% agreement, and South Africa 
the lowest at 77%. 

There was some variation between 
industries - the Technology industry 
reporting the highest levels of 
accountability, with 92% of respondents 
most likely to agree that their leaders 
are held responsible for building diverse 
and inclusive teams, compared to just 
84% of those in the Consumer and Life 
Sciences industries. 

In addition, nearly a quarter (14%) of 
business leaders and 13% of HR leaders 
reported that they disagree with this 
assessment that those at the top of 
their organisation are held responsible 
for this vitally important area. Perhaps 
there are initiatives or incentives that 
can be offered within companies to fill 
this small but relevant gap between 
commitment and accountability. 

Insight

The most effective D&I strategy is hard-coded into the DNA of the organisation 
just as with any other major organisational or cultural change. Senior leader 
accountability is vital as these are the people who decide on the business priorities, 
the actions that must be taken and allocate the resources required to deliver this. 

Technology

Professional Serivces

Life Sciences

Industrial &
Manufacturing

Consumer

0% 20% 40% 60% 80% 100%

Listed CompanyPrivate Company

To what extent do 
you agree that in your 
organisation Diversity and 
Inclusion is a key part of 
your business strategy and 
decision-making process? 

Accountability of senior leaders
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Develop D&I Strategy

Engage Leaders and Teams Create D&I Learning

Communicate Expectations

• Inspect, update and define the company culture that 
is required for your organisation to succeed

• Hire a D&I Officer and make it clear this person will 
lead D&I across the company

• Develop and embed people policies to address the 
challenges 

• Constantly evaluate the D&I programme and its 
effectiveness

• Release proper funding to support D&I programmes, 
recognising the payback they make in higher 
performance

‘I ensure we have a well-designed 
programme for D&I.’ Business Owner of 
a Professional Services company in India.

• Create programmes to educate leaders on how to 
create a diverse and inclusive culture

• Include D&I as a target within the bonus system 
• Hold regular meetings to discuss diversity 

opportunities and roadblock issues
• Mix and match teams to create diverse skills and 

thinking styles, ensuring a diverse mix to normalise and 
embed inclusion

‘Organise team building sessions to 
improve connections between teams so 
that they can work together efficiently.’ 
Executive at a Technology company in 
France.

• Support with training and group activities to 
build D&I knowledge and acceptance

• Introduce employee suggestions box to gather 
ideas

• Use technology to support where appropriate 
e.g. Artificial Intelligence

‘Ensure that D&I training is done 
properly.’ Executive at a Consumer 
company in the US.

• Develop effective language and  
communication to advance D&I

• Promote the company’s D&I policy  
strongly to embed it in employee culture

• Encourage employees to give their ideas and 
opinions by creating open communication 
channels that capture, evaluate and act on 
what is being shared

‘Clearly communicate to the whole 
company that D&I is pivotal for 
harmonious and ethical work.’ HR 
Director at a Life Sciences company 
in Italy.

1

3 4

2

Key actions to advance D&I 
Leaders listed the key actions taken to advance D&I in their organisations:
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Build an inclusive culture that  
supports innovation Attract and retain diverse talent

• Encourage acceptance, empathy, motivation and 
regulation of D&I

• Support alternative values, cultures and beliefs 
that invite opportunities or resolve issues more 
effectively

• Recognise the competitive advantage of 
multigenerational teams to share diverse thinking 
and experiences, and strive to build them through 
initiatives such as a shadow board of the most 
talented upcoming employees

• Organise initiatives to bridge the gap between 
different cultures and build understanding and 
trust between those from different backgrounds

‘Build an organisation that values 
diversity and differences.’ HR Director 
at a Life Sciences company in China.

• Make D&I a core consideration when 
recruiting, and build processes that facilitate 
those that may otherwise be overlooked

• Hire people with talent diverse backgrounds
• Set a talent roadmap to take you towards 

the diverse workforce you aspire to, that 
identifies where there are opportunities 
to address under-representation, and set 
objectives to fulfil this 

‘Treat everyone equally in all 
aspects, such as promotions, hiring 
and job functions.’ HR Director 
at an Industrial & Manufacturing 
company in Canada.

5 6

Insight

We have seen from the research that 
organisations that are committed to D&I 
have integrated it into how they plan 
and deliver their business. These shared 
examples of actions demonstrate how a 
systemic approach helps organisations 
ensure their commitment results in 
authentic action.
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A robust Diversity and Inclusion strategy 
is also important in ensuring both 
employee and customer satisfaction. 
As awareness of Diversity & Inclusion 
grows within society, it becomes 
increasingly important that businesses 
are authentically incorporating it into 
their workforce planning. 

So it is reassuring that over 9 in 
10 leaders (91%) agreed with the 
statement: “It is important for our 
organisation that we are seen by our 
employees and customers as diverse 
and inclusive”?’ 

The figures are also high in this area 
among HR leaders – 94% agreed versus 
only 89% of business leaders. 

Finally, the research showed that, once 
more, respondents in the Professional 
Services industry are most likely to 
agree that their organisation needs to 
be seen by employees and customers 
as diverse and Inclusive, with 96% 
saying so, compared to just 83% in the 
Consumer industry who were least 
likely to agree. The visibility of those 
working in Professional Services and 
their personal interaction with clients 
may well be a factor in why they want 
to be seen to have D&I at the heart of 
their offering. 

The value of D&I in meeting  
staff and customer expectations 

SECTION 3: 

Insight

In order to engage better with 
employees and wider society, 
organisations are redefining their 
purpose to contribute more than 
delivering a healthy balance 
sheet. Employees in particular 
expect their organisation to act 
with integrity, and those who feel 
engaged and are connected to an 
organisations purpose are more 
likely to be advocates for the 
organisation. 

94% of HR leaders and 89% of business leaders  
agree it is important for their organisation to be seen  
by employees and customers as Diverse and Inclusive

The role of D&I in reputational management
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Diversity and Inclusion is also crucial 
in ensuring businesses attract the 
best talent, making sure that no 
one is overlooked on the grounds of 
difference and that top class recruits 
from all backgrounds are on every 
shortlist. 

Indeed, 9 in 10 (90%) of respondents 
agreed that their organisations have 
a Diversity and Inclusion strategy that 
ensures they are attracting the very 
best talent to join their organisation. 

However, when comparing listed versus 
private sectors we see variations, with 
95% of respondents in listed Consumer 
companies agreeing, versus only 75% 
of respondents in private Consumer 
companies. This is in contrast to 
an impressive 98% of respondents 
working for a private company in the 
Professional Services sector who agreed 
their D&I strategy was bringing in the 
best talent. 

There was also a variation between 
the attitudes of HR versus business 
leaders in this area, with 92% of HR 
leaders compared to 87% of business 
leaders believing that their strategy 
was attracting the top talent, perhaps 
because HR personnel are often 
involved in the activities to improve 
D&I . 

Country variations show that Canadian, 
Spanish and Chinese organisations all 
believe their D&I strategies attract the 
best talent, whereas the nationalities 
least likely to agree were France at 86% 
and Mexico at 85%.

Consumer Industrial &
Manufacturing

Life 
Sciences

Professional
Services

Technology

82%

84%

86%

88%

90%

92%

93%To what extent do 
you agree that you 
have a Diversity 
and Inclusion 
strategy that 
ensures you are 
attracting the very 
best talent to join 
your organisation?

Insight

An organisations future success will rely on its ability to attract and retain diverse 
talent and create an inclusive workplace. To be effective, a D&I strategy for talent 
attraction and internal pipeline management must be developed. The research 
shows that whilst many organisations reported a strong commitment to D&I, less 
leaders believed they had a strategy in place to attract the very best talent, which 
presents a clear opportunity for improvement.

The role of D&I in 
recruiting the best people 
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Diversity and Inclusion  
in practice 

SECTION 4: 

Many organisations have good 
intentions when it comes to their 
D&I strategy, but it is another 
question whether they are effective 
at implementing it – the difference 
between intent and action. 
But the majority of organisations 
self-report that they are succeeding 
in recruiting diverse candidates to the 
highest positions, with 9 in 10 (90%) 
agreeing that their organisation is 
effective at recruiting diverse senior 
leaders.

There is considerable variation, 
however, when looking at nationalities, 
with Canadian leaders in 100% 
agreement over their organisations’ 
efficiency, closely followed by Spain 
at 96%. However, at the other end of 
the scale, 20% of Mexicans disagree 
that their organisation is effective at 
recruiting diverse leaders. 

Company size also had an influence 
on whether respondents felt their 
company was effective at recruiting 
diverse senior leaders, with those who 
work for a listed company with a lower 

turnover more likely than those working 
for one with a higher turnover to agree 
(94% vs. 89%). Whereas respondents 
who work for private companies with a 
lower turnover are less likely to agree 
than those working for ones with a 
higher turnover (87% vs. 91%).

Insight

The most successful organisations in terms of D&I measure 
the impact of their plans and track their progress. Ensuring 
your organisation is tracking D&I across the whole 
employee lifecycle of attraction, selection and hiring, on 
boarding, development and performance management and 
finally succession planning, will support the delivery of D&I 
commitments. 

9 in 10 leaders agree 
that their organisation 
is effective at recruiting 
diverse senior leaders

Business effectiveness 
at achieving D&I

14 



To what extent 
do you agree that 
your organisation 
is effective at 
recruiting diverse 
senior leaders?

Diversity and Inclusion, to be effective, 
depends on having a good strategy and 
it also relies upon a workplace culture 
that is authentically inclusive and 
accepting of difference. This is the soil 
in which D&I will grow. It is therefore 
encouraging that the data revealed that 
9 in 10 (90%) agreed that they believe 
an inclusive culture supports diverse 
teams. 

When comparing countries, leaders 
from India were in 100% agreement 
that an inclusive culture supports 
diverse teams, closely followed by 
Canada and Spain at 96%. There is 
some important differences between 
nationalities however, with agreement 
from Mexico dropping to 78%. Leaders 
from Japan were least likely to agree 
in the importance of an inclusive 
culture at 74%. In fact, a quarter of 
leaders from Japan actively disagreed it 
supported diverse teams. 

Company size also had a bearing on 
whether respondents agreed that an 
inclusive culture supports diversity, 
with those who work for a listed 
company with a lower turnover 6% 
more likely to agree than those working 
for companies with a higher turnover 
(94% vs. 88%). However, respondents 
who work for a private company with a 
lower turnover are less likely to agree 
than those working for one with a 
higher turnover (86% vs. 90%). 

When comparing industries, once again 
the Professional Services industry was 
the highest in its value of an inclusive 
culture at 96%, with the Consumer 
industry agreeing least at 85%. 
When looking at listed versus private 
companies in these industries, an 
impressive 100% of private Professional 
Services leaders agreed versus an 
even lower 74% of private Consumer. 
For listed companies, the industry 
most in agreement was Industrial & 
Manufacturing at 96%.

Insight

Inclusion is the glue that brings diversity together by 
enabling employees to perform at their best and unite to 
deliver business value. It is encouraging that many leaders 
recognised this and through their actions are creating 
strong conditions for D&I, through promoting equality, 
openness at work and employee belonging.
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Inclusive behaviours in teams

Gender equalityImplementation of D&I Strategy 

Lack of acceptance and respect for others.

“We offer diversity training that helps 
employees to understand, accept, and respect 
each other’s differences.” Business Owner of a 
Professional Services company in France.

EXPERT ADVICE

This is a common challenge and we find that 
Diversity and Inclusion training can assist 
with building awareness and understanding. 
Leaders holding regular conversations about 
Inclusion and using inclusive work methods to 
foster ideas and collaboration also helps build 
acceptance and respect for differences.

Having the innovation and creativity to develop 
and implement an effective D&I strategy.

“We train the team which handles the diversity 
management campaign” C-Suite Exec of a 
Consumer Company in the US.

EXPERT ADVICE

The first step is to define a business case for your 
organisation, describing why D&I is important 
for your future business success. Ensure key 
stakeholders help design the strategy as this is an 
inclusive way of working in itself and importantly 
generates many more ideas. Taking feedback 
from employees, leaders, and clients where 
appropriate on how they experience D&I in your 
organisation also gives valuable insight.

Maintaining gender equality in an organisation.

“Gender equality is one of the main key 
challenges faced by our organisation.” HR 
Director of a Technology Company in South 
Africa.

EXPERT ADVICE

This is a challenge faced by many organisations 
and tackling it relies on building an 
understanding of the unseen barriers that may 
exist. We recommend a process of internal 
research to pinpoint the day-to-day issues that 
are encountered. But it is important to recognise 
that diagnosing the unseen barriers is not 
enough - a strategy is then needed to create a 
level playing field for talent.

1

32

Advice on the D&I challenges 
organisations face 

Leaders listed the key challenges 
that Diversity and Inclusion 
brings their organisation.

D&I expert, Esther Crew from 
Performance and Engagement, 
outlines how she would address 
these challenges with some 
valuable advice that businesses 
can implement.
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Cultural beliefs

Cost

Generational differences

Finding diverse talent 

Compatibility of values and beliefs can lead to a 
lack of integration between multicultural teams.

“Employees who belong to some cultures could 
be less likely to make their voices heard.” HR 
Director of a Life Sciences company in Italy.

EXPERT ADVICE

Cultural background and beliefs have a huge 
influence on how individuals see the world, 
and we tend to naturally gravitate towards 
people who see things in the same way. Without 
inclusive ways of working, separation can easily 
occur. Organisations can take simple, practical 
steps to address this and turn the differences into 
‘super strengths’, through building awareness 
and appreciation of cultural difference, and 
focusing on communication and gathering 
feedback.

Finding and prioritising the money and resources 
to invest in D&I.

“I think the lack of adequate funding is a huge 
challenge.” C-Suite Exec from a Technology 
Company in China.

EXPERT ADVICE

As with all strategic business priorities, ensuring D&I 
plans are adequately resourced is critical. We have 
already looked at the importance of developing 
a compelling and tailored business case that 
establishes why D&I is a key part of creating future 
business value, as this will help unlock resources. 
A fully integrated D&I strategy should support the 
overall business objectives, rather than being seen 
as a separate, stand-alone initiative – this will ensure 
the organisation is committed to its success.

Finding skilled and qualified people across all 
demographics is a regular issue.

“There is a lack of more qualified people from 
minorities.” HR Director from an Industrial & 
Manufacturing Company in Brazil.

EXPERT ADVICE

By taking a deep dive approach to talent attraction 
which starts inside the working practices of an 
organisation, then systematically examining the 
employee lifecycle, you will start to uncover the 
unseen barriers as to why the diverse talent you are 
seeking is not easily surfacing in your search. Once 
the right solutions are in place, existing diverse 
talent will support and attract more diverse talent 
who want to connect with your organisation. 

Generation gaps can reveal different ways 
of thinking and approaches that are hard to 
integrate.

“Some people can feel isolated in terms of their 
age and their generation gap compared to the 
others.” GM of a Consumer company in France.

EXPERT ADVICE

Diverse thinking can flourish in multi-
generational teams, developing innovative ways 
to solve problems when people bring their 
lived experiences to the table. We work with 
organisations to help them understand how 
to leverage their diversity in whatever shape 
or form it comes, by creating inclusive ways of 
working. 
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What are the key conclusions of 
this research? 

The research shows the clear impact of 
D&I on sustainable long-term business 
and company performance, as well as 
to the wellbeing and positive mindset 
of employees. Acceptance levels are 
extremely high. 

D&I is thought to bring huge benefits to 
business in terms of both performance 
and staff attraction, and it is also 
important for a company’s reputation 
to meet the expectations of staff and 
customers in implementing diversity. 

The results showed that the majority of 
leaders are committed to D&I and are 
held accountable for achieving it at the 
highest level, and that there are high 
levels of self-perceived effectiveness in 
implementation of D&I. 

The findings also demonstrate that 
the greatest difference in commitment 
to Diversity and Inclusion is between 
those working for listed companies 
versus those in private companies. 
Although the figures are still high 
for private companies, showing that 
D&I is still thought of as important in 
these organisations, they are notably 
lower than listed companies. Perhaps 
this is because listed companies 
have to answer to shareholders and 
have greater public scrutiny due to 
governance and open reporting. 

The research shows that there is a 
turnover sweet-spot for the most 
effective D&I organisations which lies 
at the point of being a high turnover 
private company or a lower turnover 
listed company.  This might be because 
these companies are still agile enough 
to build a successful D&I strategy across 
their organisation, but as they grow 
beyond a certain size it no longer filters 
through successfully. 

In addition, when a company prepares 
for listing it will be under greater 
scrutiny. And once a company grows 
to a certain size, we often see a 
greater commitment of leaders to D&I, 
perhaps because the risk decreases. 
For example, offering better family 
leave benefits feels easier once there 
is a larger workforce to compensate 
– this turns a potential burden for the 
company into an asset to the brand.

Also, high turnover private companies 
are more likely to be pursued by private 
equity firms and part of their criteria 
will be to see a commitment to D&I. 

Finally, once a company becomes a 
certain size we often see founders 
stepping back; new CEOs have often 
worked in other companies with 
robust D&I strategies and bring this 
experience.

Canadian respondents consistently 
reported 100% agreement with several 
of the research D&I commitments, a 
country known for its strong values 
around environmental issues, freedom 

of expression and ethical standards 
in business. Other countries that also 
consistently showed high levels of 
agreement with these principles were 
India, China, Spain and Brazil. Whereas 

the country that repeatedly identified 
least with the Diversity and Inclusion 
commitments was Mexico, with its 
leaders in significantly less agreement. 

Diversity and Inclusion are here to stay

Variation between listed vs. private companies

Country variation 

2

3

1
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It is interesting that respondents from 
the Consumer industry consistently 
rated as the least likely to agree with 
the diversity statements. This finding is 
surprising given that it is a public facing 
industry, which would explain why, 
when comparing listed versus private 
companies in this sector, the numbers 
flip and listed Consumer companies are 
in the highest agreement. This would 
indicate that public scrutiny only occurs 
once Consumer companies enlist on 
the stock exchange. Prior to this point, 
however, their focus may be more 
on the brand rather than individuals, 
perhaps explaining the reduced 
commitment.

Meanwhile, the Professional Services 
industry showed a much stronger 

D&I narrative. As people-based 
businesses rather than brand focussed 
organisations, it is understandable that 
their D&I offering is more developed. 
Professional Services have to pitch for 
business and part of this process will 
be reporting on their own D&I. It is a 
requirement of most client contracts 
to show evidence, not only of the 
presence of D&I but also its impacts. 
Moreover, Professional Services 
organisations are selling their expertise, 
their people, and their skills rather than 
a material product, so there is even 
greater need to demonstrate diversity 
in their workforce.

Over the last decade it has been 
interesting to see the companies that 
have shown an investment and early 

commitment to Diversity and Inclusion. 
This can be seen across all industries, 
from Accenture, Barclays, Benetton, 
Coca-Cola, Danone and Johnson & 
Johnson, to Mastercard, Nike, Novartis, 
Samsung, Shell, Sodexo, Virgin and 
Vodafone. 

In the majority of cases, HR Directors 
are more likely to agree with D&I 
commitment and benefits than top 
business leaders, undoubtedly because 
HR leaders are closer to understanding 
the value of the initiatives being 
implemented. There is perhaps 
opportunity for improvement here as 
true D&I must start with a company’s CEO 
and their team, with that belief and vision 

filtering through the whole organisation 
with the HR team as the enabler. If the 
CEO does not take full ownership of 
the D&I strategy, then it may fail to fully 
integrate in all departments.

Commitment levels to Diversity and 
Inclusion are encouragingly high, with 
93% of senior leaders committed to D&I 
as a key part of their business strategy 

and decision-making process. However, 
one small though relevant gap to be 
filled is to ensure senior leaders are 
held fully accountable for delivering D&I 
teams, perhaps through initiatives such 
as measuring impact and performance 
objectives or an annual bonus targets, 
as the figure dropped to 86% when it 
came to whether these leaders are held 
responsible for building D&I teams.

“Today our diversity is a source of strength. We are
a nation of many colours and cultures but forming a 
harmonious unity like a rainbow after a heavy storm.” 
Nelson Mandela

Overall it can be concluded there is a strong commitment in all regions to Diversity & Inclusion by both 
Business and HR leaders. This positive can be seen across all sizes of companies, listed and private, industry 
sectors and cultures. To further enhance D&I it is recommended that organisations appoint Diversity Officers 
reporting into the CEO or CHRO/HR Director. A tool that can be used effectively is to make D&I part of the 
annual targets and link them to the variable bonus. These initiatives might lead to the ultimate goal that 
equal opportunities for all results from D&I.

The difference between industries 

Equality is the ultimate goal of Diversity & Inclusion

Leadership commitment

4

5

    19



This report was commissioned by Signium, in partnership with Performance and Engagement, as part of their joint commitment to 
Diversity and Inclusion in business. The research was conducted independently by Censuswide. ©2020 The content of this report is 
owned by Signium International, Inc (Signium) and Performance & Engagement Ltd. All rights reserved.

An overview of terms used  
in the report and what they  
represent in the research data. 

Terminology Agree   = Strongly agree + somewhat agree
Disagree   = Strongly disagree + somewhat disagree 
Business leader  = Business Owner/C-Level Executive
HR leaders  = VP Human Relations or HR Directors
Listed   = Privately owned international stock exchange companies 
Listed lower turnover companies  = Sales of < 0,5  - 5 U$ billion
Listed high turnover companies  = Sales of 5  - 10 U$ billion
Private   = Privately owned international companies 
Private lower turnover companies  = Sales of < 0,5  - 1,5 U$ billion
Private high turnover companies  = Sales of 1,5  - 3 U$ billion

Signium is a global executive search 
and leadership consulting firm, helping 
clients recruit, develop and retain the 
best talent around the world. With 
50 offices in 30 countries, Signium 
combines global reach with deep 
local knowledge, helping clients make 
the right decisions at moments of 
strategic importance. Looking beyond 
the qualifications and experience of 
an individual candidate to look at the 
fit with culture and values of a client’s 
business, is something Signium calls 
the application of Intelligence and 
Intuition.

www.signium.com

Founded by Esther Crew, Performance 
and Engagement is a strategic HR 
Consultancy specialising in Diversity 
and Inclusion. Esther is trusted as a 
leading talent and diversity expert, 
with over 25 years’ experience as an 
executive HR leader across a range 
of multi-sector global organisations. 
Esther acts as an advisor to CEOs, 
executive teams and business 
leaders across multiple sectors and 
geographies. She is a passionate 
advocate of greater diversity and 
endeavours tirelessly to develop 
inclusive and high performance 
cultures in global organisations. 

www.performanceandengagement.com 

Censuswide specialises in robust, high 
quality market research for the global 
communications industry, with a 
network across 65 markets worldwide. 
Censuswide is a member of ESOMAR 
- a global association and voice of the 
data, research and insights industry 
and complies with the MRS Code 
of Conduct based on the ESOMAR 
principles.

About Performance  
and Engagement Ltd

About Signium About Censuswide


