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OUR OBJECTIVES

Understand the 
economic impact of  
diversity, equity and 

inclusion

Create a climate that 
promotes an 

understanding, respect 
and value for diversity, 
equity and inclusion

Develop a DEI 
Strategic Plan for your 

organization



WHY DEI?



The value of  

diversity, equity 

and inclusion
A diverse workforce 

and equitable & 

inclusive culture 

positively impact 

decision-making, 

innovation, and 

financial 

performance.

Companies with an 

inclusive culture are

6X more likely to 

be innovative.

Source: Deloitte, 2018

75% of  businesses with diverse 

frontline decision-making teams will 

exceed their financial targets through 

2022.

Source: Gartner, 2019

Inclusive teams make 

better business 

decisions up to 

87% 
of  the time. 

Source: Cloverpop, 2017





BEYOND THE MELTING POT

The metaphor of  the “melting 
pot” is unfortunate and 
misleading. A more accurate 
analogy would be a salad bowl.

Though the salad is an entity, 
the lettuce can still be 
distinguished from the carrots, 
tomatoes, and onions.



Evolution of Diversity, 
Equity and inclusion

The Values Case

DEI is the right thing to 

do…for our people

02.
The Compliance Case

DEI is something we are 

forced to do…by law.

01.

The Business Case

DEI is the smart thing to do. 

. . for our business

03.

The Equity Case

DEI is both the RIGHT, SMART, 
and PROFITABLE thing to do for 

people and business.

04.



Diversity, Equity & 

Inclusion

Transformational Shift

Full spectrum participation enabled by 

collaboration and consistent, authentic 

engagement

Diversity

Classic Approach

Government compliance – the number of  diverse 

people

TRANSFORMATIONAL SHIFT IN HOW WE VIEW D&I

Full Spectrum Participation
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Diversity 

and Inclusion

Existing Best Practices

The number of  diverse people and how they feel

Exponential Value 

Creation















What is an Equity Lens?
A checkpoint for 

accountability used 

throughout any policy or 

decision-making effort.







How 
Diverse 
is Your 
Universe?



How Diverse 
is Your Universe?

How to Play:

After each question is asked, jot down the first 
letter for the race/ethnicity/gender for the 
person you come in contact with the most.

Ie: White/Female (W/F)  or Native/Male (N/M)















How 
Diverse 
is Your 
Universe?



Reflection Questions

How often do you think about your 

racial or ethnic Identity?

What aspect of your racial or ethnic 

identity makes you the proudest?



Are YOU Biased?



Are YOU Biased?

Most of us believe that we are ethical and unbiased. 

We imagine we’re good decision-makers, able to objectively size up a job 
candidate or a venture deal and reach a fair and rational conclusion that’s 
in our, and our organization’s, best interests.

But more than two decades of research confirms that in reality most of us 
fall woefully short of our inflated self-perception.



What is “Implicit 
Bias?” (or Unconscious 
Bias)  

Implicit bias is the process by which 
the brain uses "mental associations 
that are so well-established as to 
operate without awareness, or 
without intention, or without 
control." 

Source: Project Implicit, Harvard University

https://implicit.harvard.edu/implicit/demo/background/faqs.html#faq2

https://implicit.harvard.edu/implicit/demo/background/faqs.html


How Our Unconscious Works



What colors are the following lines of text?



What color is the writing below?



Expressed Directly

Aware of Bias/ Operating Consciously

Example: Sign in the window of an apartment 

building during Jim Crow

Explicit Bias



Expressed Indirectly

Unaware of Bias/ Operating 

Unconsciously

Example: A property manager doing 

more background checks on African 

Americans than whites.

Implicit Bias



Where Do All Our Unconscious Bias and 
Unintentional People Preferences Come From?



Media Exposure

Family

School

Friends

Experiences

Work culture

Unconscious Bias Comes from:



IMPLICIT BIAS: A SUMMARY 

• Evidence from hundreds of  thousands 
of  individuals shows that:

• (1) the magnitude of  implicit bias 
toward members of  outgroups is large;

• (2) implicit bias often conflicts with 
conscious attitudes and intentional 
behavior; 

• (3) implicit bias influences behavior 
toward those who are the subject of  the 
bias.

• Fair Measures, California Law Review, Kang 
and Banaji



Cognitive Bias in the Workplace



Cognitive 
Biases 
in the 
Workplace

Also called like-likes-like, this bias refers to our tendency to 

gravitate toward people similar to ourselves. That might 

mean hiring or promoting someone who shares the same 

race, gender, age, or educational background.

Opportunity: Ensure that candidate slates for all open 

positions include two or more qualified women as well as 

two people from other underrepresented racial/ethnic 

groups.

Affinity Bias

https://catalyst.org/research-series/break-the-cycle/


Cognitive 
Biases 
in the 
Workplace

Discriminating against someone on the basis of their age. 

Ageism tends to affect women more than men, and starts at 

younger ages.

Opportunity: Remove graduation and work experience 

dates from resumes. Realize that older workers may bring 

skills and experiences to the table that younger workers 

can’t.

Ageism

https://catalyst.org/research/gendered-ageism-trend-brief/


Cognitive 
Biases 
in the 
Workplace

Confirmation bias refers to the tendency to look for or 

favor information that confirms beliefs we already hold.

Opportunity: Identify your blind spots. Build your own 

awareness about unconscious bias.

Confirmation Bias

https://catalyst.org/research/break-the-cycle-managers-eliminating-gender-bias-in-development-opportunities/


Cognitive 
Biases 
in the 
Workplace

The tendency to put someone on a pedestal or think 

more highly of them after learning something 

impressive about them, or conversely, perceiving 

someone negatively after learning something 

unfavorable about them.

Opportunity: Consider why you have a negative (or 

positive) perception. Ask yourself if your perception 

stems from unconscious stereotyping based on race, 

gender, or ethnicity, for instance.

Halo/ Horns Effect



Effects of Unconscious Bias

Failing to respond to real threats or weaknesses;Failing

Seeing threats or weaknesses when none are really there;Seeing

Overlooking a person for recruitment, promotion, reward, or development;Overlooking

Passing up a professional opportunity that would have brought real benefits;Passing

Entering into professional relationships that turn out to be very disadvantageous.Entering





What Can Trigger Our 
Unconscious Bias?

• Ambiguous evidence

• Emotional overload: stress, 
anger, frustration

• Cognitive overload: complex 
decision

• Fear of threat

• Emotional and cognitive 
resources are depleted: tired, 
low blood sugar (“Hangry”)

• Short on time









Let’s Interrupt Bias



In his book, Everyday Bias (2014), Howard J. Ross discusses 
what he calls the need for constructive uncertainty to help 
overcome the risks from our fast, reflexive biases. 

He argues that, in a culture that values certainty so much, it is 
immensely important to find ways to be more uncertain and 
engage conscious thoughtfulness. 

We need, he says, to be able to pause and evaluate the 
circumstances we are in. 

To this end, Ross uses the word PAUSE as an acronym to act 
as a reminder.



P– Pay Attention to what’s happening 

beneath the judgment (Event vs 

Interpretation)

A– Acknowledge or identify your 

reaction/interpretation/judgments

U– Understand other possible 

reactions/interpretations/judgements

S– Search for the most constructive/ 

empowering or productive way to deal 

with the situation

E– Execute your action plan (Act 

consistently with what makes the most 

sense)

Press Pause



BUILDING 
THE BUSINESS CASE



DEI Strategic Planning



56

BUILD A WORK BREAKDOWN STRUCTURE

A WBS decomposes your goals/outcomes into smaller 

and smaller components, until the total scope is better 

understood and able to be measured.

getting started…



Arrowhead Consulting

Strategic Pillar

1

Goals

1.1
Goals

1.2

Metric

1.1.1

Metric

1.1.2

Metric

1.2.1

Metric

1.2.2

1. Identify the strategic pillars.

2. Break those down into goals.

3. Define metrics to support the goals.

How to build a WBS



Identify goals and metrics that will indicate progress
Keep it manageable: each pillar should have 2 to 3 relevant goals and associated metrics.

Have flexible work hours to 

ensure employees can balance 

work and family responsibilities.

Work environment engagement 

driver score

Number of personal days taken

Turnover rates citing flexibility

PEOPLE (Equitable treatment)

Have an environment that 

ensures all employees are 

rewarded equitably for their 

work. 

Gender wage gap

Racial wage gap

Employee satisfaction with pay 

fairness

STRATEGIC

PILLAR

GOALS

METRICS

YEAR: 



ASSESSMENT IS KEY



STRATEGY: UNDERSTANDING THE 
CONTINUUM OF DEI

Denial Compliance
Beyond 

Compliance

Making the 
Business 

Case
Integrated

Inclusive & 
Equitable

Legislation,

policy

Social 

responsibility

Diversity 

Initiatives

Inclusion

Initiatives
Focus on people 

& systems

0 1 2 3 4 5

Meeting 

legal 

obligations

Altruistically 

supportive, 

but no real 

operational

Plans in place

Understands 

the

power of

Diversity. 

Equity and 

Inclusion

Moving beyond

Diversity. 

Focused on 

leveraging 

strengths of

workplaces/com

munities

Sees equity as

an 

organizational, 

community, 

national and 

global 

imperative





ARROWHEAD DEI FOCUSED 
ASSESSMENT



EMBRACE MEASUREMENT





ADDITIONAL BUSINESS CASE METRICS:

How many 
trainings 
offerred?

Participation 
rates

Leadership in 
Attendance

Visible 
Purpose 

Statement

Number of  
Hours Spent 
Toward DEI



DEVELOP A DEI COMMITTEE OR 
GROUP



SET YOUR VISION AND THE BUSINESS CASE



LEVERAGE 

LEADERSHIP 

BUY-IN TO 

EMBED 

CHANGES



BE TRANSPARENT WITH 

STAFF; CONSIDER THOSE 

WHO ARE 

UNDERREPRESENTED



OFFER CONSISTENT DEI TRAINING & 
DEVELOPMENT



ASSESS AND 
MEASURE YOUR DEI 
EFFICACY



REPORT, 

COMMUNICATE AND 

EDUCATE 





“If  you have come to help me, you 
are wasting your time. If  you have 

come because your liberation is 
bound up with mine, then let us 

work together”
- LILA WATSON



LET’S KEEP IN TOUCH

Kuma Roberts, IOM

Sr. Diversity, Equity and Inclusion 
Consultant

kroberts@arrowheadconsulting.com

www.ArrowheadConsulting.com


