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Who's In The Room?

\
. New to DEI?
\

. Have a Formal DEI Plan?

/
. Formal Focus >3 Yrs.
J
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® Randy Glasbergen
www.glasbergen.com

“Our goal is to establish language that is gender-neutral,
ethnic-neutral and age-neutral, while celebrating
our spirit of diversity.”



Purpose Game

Introduce

Yourself ' &ﬁ!

What
question 4 1)
doesyour L oo -

partner have?




Session Objectives & Agenda

Objectives

Agenda

e Understand how e Definitions

truechangeto DEl e \What is “Sticky”
00ks Change

| e Barriers to DEI
e Have actionable e Why DEI

ideas forimproving  |nitiatives Fail
your organization's o Ensuring

performance e Wrap Up



Definitions

__Oiversity  resources dicabled

INCLUSION

Thoughts, ideas and
perspectives of all
individuvals matter

The deminant group
or ideclogy is
deferred to for

decision making,

BELONGING eppertunities

and
An org. that engages full promotions

potential of the individual,

where innovation thrives,
and views, beliefs and

values are integrated

DIVERSITY

Constantly and | Mulfiple identities
consistently recognizing { represented in an
and redistributing power Culture assimilatien / organization

results in 4
disengagement
and low

lor performance
operating with an equity lens - exhibiting equntable (notjust
ek g Aty ttusion-of diversepeopte”



What is “Sticky” Change?

Organizational Individual

®

o Performance improvements o Adoption/Compliance metrics

o Adherence to project plan  © Proficiency measures

o Business and change readin¢ © Employeeengagement

> Proiect KP| measurements Employee feedback/satisfaction
JEt S o |ssue,compliance and errorlogs

o Benefit realization and ROl o Awareness and understanding of

o Adherence to timeline the change

o Speed of execution o (Qbservations of behavioral change

o Employee readiness assessment
o ADKAR® Model surveys



Ensuring DEI
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Top 5 DEI Interests - NH Center for Nonprofits Research



DEI Barriers

PWC Barriers to DEI Program Effectiveness

1 I
iility of measurement resources/skills __

Lack of reliable benchmark data 4 400s—
Lack of budget m———————40 GE———

1ology for tracking workforce metrics  —— 3800

aton doesn't see benefits of diversity ﬂ_

Lack of leadership support :
Other _% |

COVID-19 Unconscious Implicit

Remote work SIER

Fear of mission drift Resistance to change

Lack of diversity in the Inability to talk across
Organizastonaki ki difference

organization Discomfort Interpersonal
Don’t know where to

start and afraid of

“doing it wrong”
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Why Do DEl Initiatives Falil?

No Long Range

Plan Lack of
_(Izon-';}'Tltment Poor
PO € Instructional | ..\ of
rogram Delivery Model Representation

Forbes “Top 4 Reasons Diversity And Inclusion Programs Fail”



Focus

Center of

Long-Range Plan: Create the Vision

Mandate Transition point Movement

, Differentiated
Progressing

. Basic |
Emerging
COMPLIANCE PROGRAMMATIC LEADER-LED INTEGRATED
Compliance with Increasing the Leveling the playing field Leveraging difference
equal opportunity/ representation of for all employees by o create business
affirmative action specific demographic addressing systemic value
goals groups (e.g., women) cultural barriers
& Whaole
% Legal/HR/D&I team HR/D&I team Business leaders organization
50

Deloitte D&l Inclusion Maturity Model
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Long-Range Plan: Establish Principles

Match Strategy and Culture

Focus on a Few Critical Shifts in Behavior

Integrate Formal and Informal
Interventions

Measure and Monitor Cultural Evolution

Source: Harvard Business Review Article “Cultural Change That Sticks”



Long-Range Plan: Performance Through DEI

Roadmap

Set Tone

ldentify

Areas

Asses§ Gaps Plan Do

ESta b | |Sh Develop a Implement
detailed plan changes

Goals & planned

Governance

Create —_ —_

Action Plan Act Check
What are the Reflect on
next steps? and evaluate

results.
AdJUSt @ www.siobhaindanaher.com
Approach

Discovering Performance Through Diversity Roadmap

Execute Action Plan
Project Manage
Monitor & Control

Report to
Board/Manageme
nt

Review Lessons
Learned




Commitment: Establish The Why

Effectiveness Efficiency .
e Major e Products/service
27% achievements - S
superor | evels of increase Organizational * Providing internal
creation ® Client Performance §er\{|‘ces |
expectations 0 Effgqtiveness
e Functional ¢ EfflICIenCy
o Relevance
250 o Financial Viability P
ﬂ’k‘;"lsto , o e Product/Progra
outperf FlnaLl\hablllty m revisions
orm |2 ProﬂFabmty e Stakeholder
e Funding sources s

reliable e Reputation

e Sustainability

Organizational Performance as defined in the Institutional and Organizational Assessment Model (10A)

87%
Better

Decision
Making

70%
more
likely to
capture
new
market
S



What Motivates You?

| | b’ 4 i - - |
!} ’}_..—*‘“ r‘paln [ .-‘u---:—n i;’f'
— pleasure

e |Lackofworkers e More customers

o Stiff competition e Happier customers
e Lawsuits e Happier, more productive employees
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nstructional Delivery: Areas to Address

Porter's five forces

Pusiness Ten Core Procesans vine
Threat of Bargaining power Drlugre COperatiom
nEw entrants of suppliers
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y A ot
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y f ¥
Threat of " Bargaining power
substitutes of customers
[l "
Competitive
rivalry
- o
1 - >
biz
1
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Managersent IV
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Instructional Delivery: Establish Goals

Busines People  Process  Technology
o Facilities

Environmental
Impact

Positive PR
(vs. Negative PR)

|deation/Innovati

) on
Recruitment

Building
Accessibility

Legal Staffing/Placement

Transaction

Supplier Diversity

Computer

Training Metrics Accessibility

Market

Penetration/Share Workplace Climate

Diversity Data
Decision-Making
Customer

Satisfaction Tools

Employee Satisfaction

Copyright© 2024 Organizational Ignition, LLC 18




Instructional Delivery: Overcome Pushback

Framework to Categorize Pushback

Denial
“This isn’'t a problem.”

R,

o, X Y, s

\(’ 0@

®\§\ s G
Q® Pushback

to DEI Efforts

g S

Disengagement Derailing
“This isn’t my problem.” I . t “What about other problems?”

participatio
How to Navigate Pushback to DiNersity, Equity and Inclusion Efforts



Lack of Representation: Management Styles

Thriving Workplaces
- (1] _
Toxic Conforming Creative Collaborative
Alfthf’“ta”a”r Guarded, Highly Motivated, Innovative,
High Control,

Defensive, Fearful Vitality Dynamic, Thriving

Judgmental, Fear

Common Patterns
that create sense of integrity
and belonging

(Inclusion)
Marginalization, Isolation, Conformity, Microaggressions Common Mission, Mutual Respect
Personal attacks, Gossip, In-Out Groups, Gaslighting Generosity, Listening, Caring, Creative

letty ). Woodman Consulting, LLC

Beth Woodman’s Growing and Sustaining Thriving Cultures
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Where to start...

Incorporate DEI
Into overall
strategic plans and
business
objectives

Make a Formal
Statement

Communicate the Employ a variety of
importance of training and
diversity, equity communication
and inclusion to Initiatives among
their workforce as their workers

a whole

Utilize initiatives

that improve DEI

within leadership
ranks

“6 Takeaways from HR Research Institute’s Recent ‘Future of DEI' Study” - Diversitylnc
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Thoughts, ideas and
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Organizational Individual
* Performance improvements * Adoption/Compliance metrics
L « Adherence to project plan * Proficiency measures
Sl for . . . e di * Employee engagement
BELONGING opporinties / bz cinglcneiz e eliuse: + Employee feedback/satisfaction
and 1
porentiof e niido, * Projec.t KPI mea‘surements * lssue, compliance and error logs
whes novaian e * Benefit realization and ROI * Awareness and understanding of
veveserioprted » Adherence to timeline the change
EKEE?',? J « Speed of execution * Observations of behavioral change
represented in on \ * Employee readiness assessment
ergonization
+ ADKAR® Model surveys
Organizations create belonging and superior performance
operating with an equity lens - exhibiting equitable (not just
equal) inclusion of diverse people
Basriers to D& Program Effectivensss
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Inability to talk across

Lack of diversity in the i e )@

\ % Commitment Poor
S M /N \'\6 ToThe  |\mructions! [ oey of

state and the

organization Discomfort
Disangagemant Daralling
Don’t know where to “This isn't my problem.” t othor problems?™

start and afraid of
“doing it wrong”
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Porter’s five forces
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Plan Do e
Develop a % Implement = Business = 5
detailed plan changes Perspective -
planned
PDCA
- Cycle -
Act Check s - =
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— Technology W Ll
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Consider This...

What obstacles has your organization faced
in the past making DEI changes stick and
what, if any, measures have you taken to
successfully overcome those obstacles?

Of the ideas discussed about making DEI
changes stick, which idea(s) do you anticipate
would be most successful at your own
organization and why?



