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NES heatmap

NES
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Community development and suppor t | .58

Caring responsibilitie: | 2 81
Indus try it [ 2. 76
Employee feedback I 2. 74
Busine:ss Pl g I 2.7 1
External communication:s | 2. 71

Setting priorities

Behaviours and attitudes
Strategic initiatives 2.62
Recruitment processes 2.60
Talent identification 2.60
Review 2.56
Culture 2.55
Communication approach 2.50
Senior level scrutiny 2.50
Unconscious bias 2.50
Cost of exit 2.49
Implementation 2.46
Equal pay 2.45
Messaging 2.45
2.43

Appraisal and performance monitoring

Business case and benefits
Senior level visibility 2.40
Measurement 2.39
Data monitoring 2.38
Flexible working 2.38
Governance 2.38
Progress and action planning 2.36
Career progression 2.33
Commitment and accountability 2.33
2.33

Engagement survey

Evaluating succe:s:s | 2. 24
Tracking and analy:sin . 2. 24
Measurable leadership competencies HEEEE— 2,24
Supplier integration I 2.20
Return on investment I 2. 1 5
Supplier diversity criteria [ 2. 15
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Industry norms

NES

= SUMMmary Page

Core Components EDI

Core Components HR

Talent identification

Understanding your Business

Strategic initiatives
2.62

Understanding your People

Inclusivity

Your Leadership

Review & Measurement

Review
2.56

External Relationships

Community development and support
o8

Policies and informal practices
2.86

Recruitment processes
2.60

Setting priorities
2.64

caring responsibilities
2.81

Valuing employees
2.90

Behaviours and attitudes
2.62

Business planning
2.71

Employee support
2.93

Learning and development
2.69

Employee feedback
2.74

Regulations
2.93

Employee adjustments
2.93

Industry insight

Consideration of human rights
2.88
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Targeted training
2.67

Measurable leadership competencies

Evaluating success
2.24

Return on investment
2.15

Tracking and analysing
2.24

Strategic relationships
2.98

Customer insight
2.85

External communications
2.71

Supplier integration
2.20

Supplier diversity criteria
215

Accessibility




Industry norms

CSR and strategic relationships

Areas where
organisations are
performing

Areas where
organisations
are performing
poorly
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Industry examples

Construction, Property & Real Estate

Supplier diversity
Areas where the

industry is
performing

relative to other

industries

Areas where
the industry is
performing
poorly relative
to other
industries
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Professional services

Supplier integration
Areas where the

industry is
performing

relative to other

Industries

y,

Areas where
the industry is
performing
poorly relative
to other
industries



Key pieces of learning

BAME
performance

Training, more
training and a
little more
training

Lack of

measurement Inclusivity and

of return on infrastructure
investment

Questioning
the golden
thread

[ EIE
panels
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VS.
transformation

Appetite for
risk




Common myths

Meritocracy is a
given: “we hire the
right person for the

job”

One woman on a
shortlist will improve
diverse hiring

Women leave work
to spend time with
their families

Diverse candidates
simply don'’t exist
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Myth — One woman on a shortlist will

Improve diverse hiring

COMPOSITION OF FINALIST POOLS LIKELIHOOD OF

HIRING A WOMAN

Source: Johnson et al, Harvard Business Review, April 2016
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Myth — Meritocracy is a given
“we hire and promote the best person for the job”

~ -

Source: Sreedhari Desai, The Implications of Marriage Structure for Men’sa
Workplace Attitudes, Beliefs, and Behaviors toward Women, 2014 ‘
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Myth — Women leave to spend time with their
family

“our senior female attrition was
running higher than our senior
male attrition — for a company
[ iInvested in making
mbers of women

>@lirce: Ely et al, Harvard Business Reviewgbecember 20“
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EY D&l impact study
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A robust approach to assessing culture

Mapped cultural stress ®
levels and impacton =
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Finance

Your people’s
perceptions of the
current culture vs.
the culture needed
to achieve your
greatest potential



Indicative survey results

Men
Total responses: 133
Response rate: 81%

Cultural Stress

20%

Women
Total responses: 42
Response rate: 43%

Average
Cultural Stres:

20%

Top positive current culture behaviours

Organisational growth

40%
Being the best I s
Experience 32%
Goals orientation _ 30%
Professional growth opportunity 29%

Top limiting current culture behaviours

Silo mentality

Bureaucracy

I 27
B
B
O

Top culture jumps

RMRRORPLDNIDG

Cross-group collaboration

AN

Trust

QEGLH0H

| Information sharing

Internal competition
Hierarchy

Performance at any cost

I 35%

{? Current (x5 votes)

Q Desired (x5 votes)

Top positive current culture behaviours

Brand image 36%
Productivity 30%
Profit 20%

I 27
I 2e%

Top limiting current culture behaviours

Sto mentally I, 34%
KX
I

Hierarchy I

Untapped potential (people) _ 24%

Being the best

Goals orientation

Exclusion/isolation

Dodging issues

Top culture jumps

RPU00D

Respect

Q Current (x5 votes)

G Desired (x5 votes)

Cross-group collaboration

Professional growth opportunities
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Indicative survey results — part 2

Balance (home/work)
Bias
Blame
Bullying
Caring and compassion
Coaching/mentoring
Conflictresolution
Control
Cooperation
Cross-group collaboration
Diversity of thought
Embracing diversity
Employee engagement
Employee fulfilment
Employee health and well being
Employee recognition
Empowerment
Encouragement
Equality
Exclusion/isolation
Exploitation
Faimess
Favouritism
Forgiveness
Honesty
Inclusiveness
Job insecurity
Lack of support
Listening
Manipulation
Open communication
Openness
Patience
Personal growth
Professional growth opportunities
Respect
Untapped potential (people)
Trust

Top responses when asked to describe the organisation’s culture with regard to inclusion...

Age —

Men Women
Total responses: 133 Total responses: 42
Response rate: 81% Response rate: 43%
Diversity of thought 42% Open communication 38%

g Employee recognition 32% Employee health and well being 33%

E Professional growth opportunities 26% Control _ 33%

O Personal growth 26% Cross-group collaboration 30%
Favouritism _ 20% Favouritism I 5%
Employee recognition 41% Control I 5

I Empowerment 31% Employee health and well being 31%

| Favouritism _ 30% Bias _ 31%

I Diversity of thought 19% Favouritism I 1%
Professional growth opportunities 15% Open communication 20%

Open communication 35% Control _ 38%

% Coaching/mentoring 32% Untapped potential (people) _ 33%

L| Empowerment 30% Bias _ 30%

5 Listening 19% Employee health and well being 30%
Employee recognition 18% Job insecurity _ 28%

Less than 2 years (M&F)

2 — 5 years (M&F)

Over 5 years (M&F)

Tenure

Control

Open communication 36%
Untapped potential

KX
(people) 34%
Bias I ;2

Listening 23%

_ 39%, Favouritism

L EX

34%

I -7
Diversity of thought 26%

Bias I -0

Professional growth
opportunities

Control

Employee recognition 35%
Professional growth o
opportunities 35%
Diversity of thought 32%
Respect 26%
Favouritism - 18%
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Numerous reasons for focusing on culture

Evidence that a Requiring
healthy culture companies to
improves monitor culture in
performance and the wake of
reduces risk FELEL0 - corporate scandals

Demanding

e Digital disruption
significantly

. . and economic
improved reporting uncertainty affect
on human capital, workforce

Intangible assets [T, behaviours
and long-term value
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Gender pay reporting — key findings

Mandatory reporting deadline of 4 April 2018

As at 16 November only 233 of 11,000 have reported including 4 FTSE100
Concerns around negative publicity and reporting “outside the pack”
Challenges around gathering data and interpreting the regulations

Most are expected to report in the last few weeks ahead of the deadline
A recent EY report shows most will have a significant gap (up to 40%)

Many companies are also underestimating the complexity and resource required

Of those clients who have published, reasons for doing so are varied
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Organisations who want to ‘get it right’

We have worked with organisations to help with:

Understanding the regulations

Assessing the methodology

Assuring the accuracy and completeness of the data

Challenging and reviewing the supporting narrative

Providing management with confidence in the accuracy of the information
Strengthening systems and controls for collecting and reporting the data

Improving senior-level engagement in the process

Increasing the credibility and trust amongst stakeholders

Detailed analysis of root causes
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Inclusion and diversity in the future

Data and demographics

Impact of Al

Discrimination and algorithms




Conclusions and key market trends

“Don’t presume”

The landscape is rapidly changing

Diversity rethink

Culture is key
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