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Did you know …Benefits to …

Why invest in DEI?

Stakeholders
• Higher yields on investment
• Enhanced brand value of investment
• Strengthened environmental, social 

and governance performance
• Higher returns (ROE) and higher 

 valuations (P/BV)

Customers
• Better and more innovative products 

and services that meet customer 
needs to a greater extent 

Companies
• Better financial performance
• Lower employee turnover
• More innovation power
• Better decision-making capability
• Reduced risk of brand damage
• Good performance during  economic 

recessions and periods of 
 uncertainty

Employees
• Increased job satisfaction, trust  

and engagement
• Access to a bigger pool of talent
• Reduced discrimination and 

 harassment

• Diverse teams drive 6% greater 
revenue, 15% more customer 
wins and create significantly 
higher market share. These teams 
 outperform their peers by 80% in 
team-based assessments (Bersin  
by Deloitte).

• Ethnically diverse companies are 
35% more likely to outperform their 
peers. Gender-diverse companies 
are 15% more likely to do the same 
(Mckinsey, 2015).

• Diversity, equity and inclusion is the 
HR practice with the biggest impact 
on financial performance (Bersin  
by Deloitte).

• Businesses with women as board 
members have better performance, 
higher return on equity, higher 
 valuation and more positive stock 
development (Credit Suisse).

• Women-led companies have a 14% 
higher annual yield than MSCI World 
Index companies (Nordea).

• Companies with more women are 
more likely to introduce radical 
new innovations into the market 
over a two-year period (Innovation: 
 Management, Policy & Practice).
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Let’s bust some myths …

myths

# # #

# # #

1 2 3

4 5 6

Diversity, equity and inclusion is  
a problem that needs to be solved.

No, it is an opportunity for 
higher performance and 
engagement.

It’s the 21st century – diversity, equity 
and inclusion is no longer an issue.

Judging by the research 
conducted, inequalities are 
still visible in society – it’s still 
an issue.

Diversity, equity and inclusion (DEI)  
is about ethics and morality.

True, but diversity, equity and 
inclusion is very much about 
the bottom line as well.

Diversity, equity and inclusion is  
about women in the workplace.

No, diversity, equity and 
 inclusion is about everyone  
in the workplace.

DEI is about introducing support 
programmes for certain groups  
in the workplace. 

No, diversity, equity and 
inclusion is about creating a 
workplace suited for everyone.

Diversity, equity and inclusion is  
a human resources responsibility.

DEI may sit with HR but needs 
to be owned by leadership 
and lived by everyone. That is 
one of the reasons why it can 
be so challenging to manage 
successfully.
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Diversity, equity and inclusion initiatives  
are most successful when …

Based on our hands-on experience 
of working with a range of clients 
on enhancing their diversity, equity 
and inclusion, we have coined five 
 principles we consider key to creating 
successful change and reaping the full 
benefits of diversity and inclusion.

DEI goes 
hand in hand.

You can’t talk diversity 
without talking inclusion. 
Diversity is inviting people 

to the party. Inclusion is 
making them want  

to dance.

There is broad 
involvement.

Creating broad  involvement 
and working bottom-up 

drives  ownership and 
fosters a movement 

of  ambassadors that 
 effectively drive change.

We adopt a    
co-creating approach.

Taking a co-creating approach 
to developing  solutions 

and using  prototyping as a 
means of testing ideas drive 
 engagement and have a way 

of ensuring that the best 
ideas are the ones that get 

 implemented.

Data-based insights 
are used.

Using data to gain insights 
on key challenges and 
opportunities makes it 

easy to focus on the areas 
with the greatest potential 

and keeps the dialogue 
 fact-focused.

It is backed by senior 
management.

DEI initiatives should 
be backed by senior 

 management in order to 
create maximum impact.  
If it is not fully supported, 

no real impact will be 
possible. 
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Service offerings

We offer several types of services.

Inclusive leadership DEI strategy and inclusive 
movements

DEI culture assessment

I&D cultural assessment
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Inclusive leadership

inclusive leadership?why
Leadership is a massive lever for 
succeeding with inclusion and  diversity 
efforts. Each inclusive leadership 
training is tailored to the exact needs 
of each client, and the format can 
vary from an inspirational session of 
a couple of hours to a full module over 
several days. 

In our approach, we leverage the 
latest research and combine it with 
a strong focus on how to build new 
and impactful inclusive leader-
ship  behaviours, giving leaders 
 opportunities to experiment, practise 
and create the platform for new  
habits to take root.

“ WHAT LEADERS SAY AND 
DO MAKES UP TO A 70% 
DIFFERENCE AS TO WHETHER 
AN INDIVIDUAL REPORTS 
FEELING INCLUDED.”

Bourke & Espedido,  
HBR: The Key to Inclusive Leadership, March 2020

How inclusive are you really?
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DEI strategy and inclusive movements

DEI strategy and 
inclusive movements?

Inclusive movements

DEI strategy

why
Taking on diversity and inclusion as a 
strategic focus area can seem complex 
and daunting. There are many pitfalls, 
so where do we start, and – more 
importantly – how do we succeed? 
Applying a tried-and-tested approach 
can save you much time and accelerate 
your path to impact. 

To be successful, we need to build 
cultural change as a movement  
through corporate activism rather  
than forcing it top-down.

The inner story at the core  
of  organisational activism: 

1. People have more to give than we 
know and will take responsibility for 
change if we let them.

2. Everyone is a change-maker and 
problem-solver with a perspective 
worth exploring.

3. The best change initiatives will 
emerge through the collective and 
not be forced into existence.

When
Trigger moment

Why
Shared vision

Where
A platform

Who
Influencers

The four fundamental factors  
of creating a movement:

We leverage design thinking to 
co-create an impactful and innovative 
DEI strategy tailored to the specific 
needs of your organisation.

Use data and 
research to build 

a no-nonsense 
starting point

Clear a clear link  
to strategy

Apply behavioral 
science to design for 

lasting impact

Test ideas in  
micro- environments

Engage the 
organisation

Empathise
Develop a deep 

understanding of the  
I&D landscape, and  

key pain points. Define
Clearly articulate  

what challenges to  
solve and what  
succcess looks  

like

Prototype
Design a prototype of  

how the best ideas can 
become solutions. Test

Engage in a continuous 
short-cycle innovation 
process to continually 

improve our  
solution. Change

Start 
implementation.

Ideate
Brainstorm on 

concrete initiatives and 
measurements. Select  

and develop the  
best ideas.

Gate 2:
What ideas should we 
continue pursuing?

Gate 1:
Crystal clear  

questions: 
“How might we”
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DEI culture assessment

a DEI cultural 
assessment?

why
You probably have a good idea of what 
characterises your company’s culture 
– but how biased is your view? How 
do leaders and employees of different 
ages, ethnicities, genders, sexual 
orientations or health experience it? 
The DEI culture assessment gives 
you a 360-degree perspective on your 
company’s culture and identifies the 
key strengths and barriers to a more 
inclusive and diverse workplace. 

Process: four simple steps

Examples of inclusion and culture metrics

An 
inclusive 
culture

Psychological 
safety

Incidents

Trust in  
leadership

Decision-making 
processes

Closest  
leader

Belonging Psychological 
safety

Incidents

ExperiencedSeen

Heard

Trust in 
leadership

HR

Senior  
management

Define
Define objectives and 
relevant metrics.

Diagnose
Collect data, diagnose 
and prioritise barriers.

Design
Design behavioural 
interventions.

Change and track
Implement interventions. 
Track and adjust.

DEI culture assessment
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Identifying barriers for an inclusive culture: the septigon model

Individual

Group

Organisation

CultureProcesses

Physical 
environment

Technology

Koester, T., 2007
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Contact

Want to learn more?
Reach out to our DEI community for more insight  
into our services and how we can help you.

Carl-Johan Herslow
cahe@implement.se  
+46 722 341 828

Clara Zeller
clze@implement.dk 
+45 4016 4021

Eva Best
evbe@implement.swiss  
+41 797 552 278

Nicoline Marie Jensen
nije@implement.dk  
+45 4091 4120

Signe Gro Jensen
sije@implement.dk  
+45 3093 4567

Betina Dam Hansen
beti@implement.dk 
+45 2113 5544

Maja Mutsson
majm@implement.se 
+46 736 219 688
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