DE&I post 2020:
Real progress or
just for show?
What organisations in APAC
need to do differently
to make progress on DE&I.
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About this study
This pulse survey reveals where organisations in APAC
have been focusing their DE&I efforts. We asked 1139
respondents about a range of issues relating to DE&I:
their organisational challenges, their DE&I practices,
their talent processes and so on. The results give
us a clear picture of general trends and how well
corporate APAC is progressing in the DE&I journey.
But as we know, APAC is not a single homogenous entity, and
we found plenty of regional variation in how DE&I plays out.
So, we’ve also included insights from our local DE&I leads in
Australia/New Zealand, ASEAN, India, China and Japan, to
provide context around the data. See more from page 20.

Here’s how the survey respondents
breakdown by country:

242

232

India

Australia and
New Zealand

219

155

China

Japan

The pulse survey was run globally; we have similar
reports for North America, EMEA and LATAM.

91

61

Singapore

Malaysia

FIND OUT MORE HERE

46

277

South Korea

Other
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Introduction
2020 and 2021 have been transformative years. Many organisations accelerated
their DE&I efforts. And they have been examining the impact of their practices
on their talent, customers, communities, and other ecosystem partners.
As in other parts of the world, countries across
APAC have experienced greater demands
for social justice, fairness and equality.

But, almost two years on, have they made
any real progress? We asked people from
different organisations around the APAC
region for their views.

Many organisations reacted quickly to this pressure,
pledging large amount of money to the cause and
promising to put DE&I at the top of their priority list.
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Executive summary
Let’s cut to the chase: what’s the data showing us?

Organisations have
ramped up their
DE&I activity.

They know what
they need to fix.

But the actions they are
taking are not solving
their challenges.

They’re at the early
stages of their journey
and not yet doing
the heavy lifting.

They need to invest in deeper
change, work to change structures
as well as behaviours, and
embed DE&I into their talent
and business processes.

DE&I pulse survey report – APAC
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There’s more
effort going in...
The good news: organisations have been doing more
on DE&I. They’re stepping up to the plate. 80% of
organisations say they have accelerated their DE&I efforts
in the last 12 months, 35% of them significantly.

Has your organisation accelerated it’s DE&I efforts in the last 12 months?
APAC data

19%
45%

35%

Yes, incrementally
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Yes, significantly

No
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These accelerated efforts have been driven
by the CEO and executive team, as well as
the need to protect brand and reputation.
Employees are also a big driver, and the
pressure to meet ESG(1) metrics is emerging
as an important catalyst.

What triggered an acceleration of your organisation’s DE&I efforts in the last 12 months?
(select all that apply)
APAC data

CEO/Executive team

69%

Brand and reputation

54%

Employees

46%

Environmental, Social and
Governance (ESG) compliance

44%

Board

33%

Community

27%

COVID-19 pandemic

24%

Social justice movement

21%

Customers

17%

Dramatic societal events

16%

Investors

15%

14%

Government

5%

Media pressures

3%

Trade unions
0
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(1) ESG (Environmental, Social, Governance) provides a view of a company and it’s long-term
value potential and relevance to its stakeholders. An ESG rating measures environmental and
social impacts and the effectiveness of corporate governance in managing them. For more
information on why DE&I lies at the heart of it see Korn Ferry, Inclusive Sustainability.

100%
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… But where’s the budget for it?

OUR PERSPECTIVE
Outside corporate rhetoric, are organisations allocating significant
resources to driving meaningful change? The data shows a mixed picture.
Only 32% of organisations have a separate DE&I budget but this rises to 44%
for organisations with over 10,000 employees. Of those that do have a budget,
50% have increased it over the past 12 months, 21% significantly. Unsurprisingly,
27% cite budget as one of their biggest challenges to implementation.

This discrepancy between what CEOs want, but a lack of
resulting investment is a red flag. More organisations need
to understand that DE&I is a worthy investment. It can
drive brand reputation, productivity, performance and
innovation. And that’s key, given today’s uncertainties.

Do you have a separate DE&I budget?

For organisations with a separate DE&I budget,
has it changed in the last 12 months?

APAC data

APAC data

Yes, it increased
incrementally

22%

29%

27%

No, it's the same level

21%

Yes, it increased significantly

32%

46%

This is the first year we have
had a separate DE&I budget

11%

9%

I don't know

Yes, it
decreased incrementally

2%

Yes, it
decreased significantly
Yes

DE&I pulse survey report – APAC

No

I don’t know

1%
0

50%
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Challenges
Most organisations understand
the fundamental challenges.

To what extent do you agree that your
organisation faces the following challenges?
APAC data

Building diverse
and inclusive teams

64% of participants see building diverse
and inclusive teams as a key challenge.
Diverse and inclusive teams are the
key to reaping the business benefits
of DE&I in terms of greater innovation
and better decision making.

Engaging the majority
population in DE&I efforts

Engaging the population in DE&I efforts
(62%) and recruitment of diverse talent
(60%) are next on the list. An over emphasis
on recruitment is a typical indicator of
companies operating at a lower level of
their DE&I maturity. Organisations that
are more mature are recognizing that,
in addition to recruitment, they need to
focus on other critical talent practices
such as advancing underrepresented
talent into more senior positions (59%)
identifying future leaders early (58%).

64%

13%

62%

22%

17%

21%

Recruiting underrepresented
talent into the organisation

60%

20%

20%

Advancing underrepresented
groups into more senior positions

59%

21%

20%

Identifying high potential
underrepresented talent early

58%

Retaining
underrepresented talent
Responding to demands
from consumers to speak
out on DE&I-related issues

49%

43%

Strongly agree – Agree

21%

21%

27%

24%

29%

Neither agree nor disagree

28%

Disagree – Strongly disagree

OUR PERSPECTIVE
Organisations need to avoid a single-focus approach on recruitment as it risks creating
the ‘revolving door’ effect, getting plenty of underrepresented talent in the door
but not ensuring they stick around and move up. That’s the inclusiveness part of the
puzzle, and it’s essential. Otherwise, organisations are wasting their efforts and budget.

DE&I pulse survey report – APAC
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The power (and limitations)
of unconscious bias training

Practices
So what actions are they actually
taking? Short answer? The basics.
Most organisations are focused on developing
non-discrimination policies (73%) and creating
a speak up culture (62%). We are also seeing
a lot of organisations creating DE&I strategies
and vision statements, acknowledging
diversity celebrations (58%), and rolling
out unconscious bias training (54%).

We’re not surprised that unconscious bias training
is one of the most popular DE&I practices, with
76% of organisations either using it or planning
to introduce it in the next 12 months. It’s a useful
tool that helps people build awareness of their
own biases without feeling judged. But it doesn’t
do much to break down the structures that block
underrepresented talent from progressing. Without
deeper transformational change, unconscious bias
training alone will not move the needle.

There’s nothing inherently wrong in these
practices – they are a useful start. But they are just
that – a start – and organisations need to aspire to
move quickly to the higher levels of DE&I maturity.

DE&I pulse survey report – APAC
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Bolder moves
are needed
Very few organisations are
making moves to progress
underrepresented talent
through the organisation or
embed DE&I into their talent
or business processes.

DE&I pulse survey report – APAC

ONLY

O NLY

O NLY

31% 28% 46%
have development
programs for
underrepresented groups.

have sponsorship
programs.

of organisations
are focused on
developing equitable
talent processes.

ONLY

O NLY

29%

35%

are starting to integrate DE&I
into select business processes
like R&D and Marketing.

purposely create diverse and
inclusive teams to improve
team performance.

12

What DE&I practices do you have in place or are you planning to put in place?
APAC data

Development of non-discrimination
policies, bullying and harassment

73%

Focus on a speak up culture
and psychological safety

62%

DE&I strategy

58%

Acknowledging diversity
celebrations/events

58%

DE&I goals or targets

56%

DE&I vision statement

56%

Training on unconscious
bias for all employees

Mentorship programs

Working with diverse markets,
customers, and communities

10%

17%

17%

20%

20%

21%

16%

27%

19%

25%

18%

54%

26%

22%

50%

25%

21%

49%

14%

28%

37%

Development of equitable
talent practices/processes

46%

Workforce analytics
and modeling

45%

Diversity council/committee

45%

16%

40%

DE&I organisational
diagnostic

45%

16%

40%

In place prior to 2020 – Added 2021

DE&I pulse survey report – APAC

23%

19%

We plan to introduce it in 12-18 months

32%

36%

No plans to introduce it – I don’t know
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What DE&I practices do you have in place or are you planning to put in place? (Continued)
APAC data

Inclusive leadership training
for people managers

41%

Business Resource Groups/Employee
Resource Groups*

41%

Career pathing/architecture

40%

Increased engagement scores across
demographic groups

39%

Designated DE&I leader
(i.e. Chief Diversity Officer)

39%

Diverse and inclusive teams purposely
created to improve team performance

29%

DE&I key performance indicators for
people managers

29%

Sponsorship programs

28%

Inclusive Leadership assessment

28%

21%

In place prior to 2020 – Added 2021

DE&I pulse survey report – APAC

37%

61%

9%

52%

19%

46%

21%

31%

DE&I integrated into select business
processes (e.g. R&D, Marketing)

43%

23%

33%

Development programs for
underrepresented groups

31%

17%

35%

DE&I scorecard

Decrease in voluntary
exit rates of underrepresented talent

27%

46%

21%

48%

18%

53%

24%

48%

18%

54%

22%

50%

79%

We plan to introduce it in 12-18 months

*Groups of employees
who join together based
on shared characteristics
to provide support
and development in
the workplace.

No plans to introduce it – I don’t know

14

OUR PERSPECTIVE

Inclusive leadership matters
It all starts from the top

We find it interesting that the most common
practices organisations are currently deploying
are not aligned with the challenges they say
they need to tackle, which are around the
recruitment and promotion of underrepresented
talent and building diverse teams.
If organisations truly want to address their talent
pipeline challenges, they should be intentional
about looking at the development of equitable
talent practices, so that all employees are given a
fair opportunity based on their individual needs.
And develop differentiated development initiatives,
such as mentorship and sponsorship programs –
the things that are currently languishing towards
the bottom of the table on the previous pages.
They also need to start purposefully building
diverse and inclusive teams. The research shows
that the greatest benefits of diversity and
inclusion happen at the team level. It’s time for
organisations to start prioritizing teams, both
as a unit of analysis and the unit of impact.

DE&I pulse survey report – APAC

To create the momentum to become an inclusive organisation, change needs
to happen fast, and at scale – with a positive impact on everyone. It all starts
with inclusive leaders. Leaders who can build trust with their teams. Who
are empathetic, humble and curious. Who can leverage the diversity of their
team and organisations to solve complex problems and innovate.
However, of our respondents:

ONLY

O NLY

O NLY

28% 41% 29%
have run inclusive
leadership assessments.

have run inclusive
leader development.

have put in place
DE&I key performance
indicators for
people managers.

What are you doing to develop inclusive
leaders throughout your organisation?
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Implementation
struggles
Here’s where organisations are getting stuck.
They might know what they want, but they
are struggling to turn intent into action. Let’s
look at the top 5 biggest challenges when it
comes to implementing DE&I initiatives:

1
2
3
4
5

Converting intent into
pragmatic initiative
Changing
behaviours

What are your biggest challenges when it
comes to implementing DE&I initiatives?
APAC data

Converting intent into
pragmatic initiatives

59%
52%

Changing behaviours
Holding people
managers accountable

38%
37%

Lack of expertise
Balancing global/group
vs, local priorities

35%

Lack of stated commitment
and/or clear goals

34%

Setting the right targets

32%

Defining the right focus

32%

DE&I is not a strategic priority

32%
27%

Budget

Holding
managers accountable
Balancing global
vs. local priorities
Lack of
Expertise

25%

Executive sponsorship
Changing systems and processes

22%

Collecting data

17%

Making sense out of the data insights

15%

Tying pay to results

13%

Tracking progrss

13%

We don’t know where to start

11%
0
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No one is seeing
much real change
on the ground.

Have you seen a positive impact from
your DE&I efforts in the past 12 months?

No, we don’t measure it –
I don’t know

APAC data

Increased engagement scores
across demographic groups

39%

61%

Increase in hiring rates of
underrepresented talent

39%

61%

Training attendance

Underwhelming
impact

Yes

35%

Increased representation of underrepresented
talent in our senior leadership group

65%

33%

Increase in promotions rates
of underrepresented talent

67%
69%

31%

Training effectiveness

28%

72%

Enhanced company brand image among
underrepresented customers

27%

73%

23%

Growing diversity of customers

77%

Decrease in voluntary exit rates
of underrepresented talent

21%

79%

Increased productivity

21%

79%

External DE&I awards/prizes

20%

80%

Increased innovation due
to diverse-by-design teams

20%

80%

How effective do you think
your DE&I efforts are?

7%

43%

23%

1

2

3

4

22%

5%

5

1 Not effective at all – 5 Very effective

DE&I pulse survey report – APAC
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Who is considered ‘underrepresented’?
Australia is particularly focused on First Nations peoples,
and it’s a similar story in New Zealand.

Women are by far the biggest focus of DE&I activity in APAC,
with younger talents and people with disabilities also ranking highly.
Japan ranks older talent, which is good news for its aging population,
but can also hinder innovation. It often means lack of investment and
opportunity for younger talent, and succession challenges for businesses.

What underrepresented groups is your DE&I strategy focused on? (select all that apply)
APAC data

Women

74%

People with disabilities

40%

Younger talent

39%

LGBTQ+ talent

29%

Talent of Asian origins

17%

People with caregiving responsibilities

17%

People from disadvantaged socioeconomic backgrounds

16%

Older talent

16%
0
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What’s the
big picture?

DE&I pulse survey report – APAC

As the data shows, organisations still have
work to do. They’re mainly working on
compliance and awareness – which is a
good start – but by itself it’s not enough.
If companies want to harness the full business
benefits of DE&I, they must in invest changing
their structures and behaviours. And they
must be prepared to act courageously
to embark on true transformation.

19
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SPOTLIGHT:

ASEAN countries
Multinationals push for progress but miss the nuance

DE&I activities in ASEAN countries are typically driven
by multinationals (MNCs), which are often headquartered
in Singapore. In many ways, that makes Singapore the
most progressive country in the ASEAN region.
Tech firms, financial services and global banks are leading
the way, and brand-conscious consumer companies, who are
aware of the PR benefits of DE&I, are also making progress.
The good news is that local companies in the region
– particularly those that are government-linked –
are starting to move forward on DE&I too, although
admittedly this is often driven by ESG initiatives.

DE&I pulse survey report – APAC

However, in many of those local companies the
business case for DE&I is still not fully understood
by senior leadership. It’s still seen as a ‘nice to have’,
rather than a business imperative. Many in the C-suite
think only in terms of gender diversity, with other
dimensions of DE&I not recognized in the same way.
Of all the countries and regions we’re looking at for this
report, ASEAN is the biggest proof that you can’t run DE&I
with a blanket global strategy. You have to understand
and design for each country’s unique cultural norms and
demographic mix. It’s all about nuance, and that can
be challenging if you don’t have the local expertise.
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SPOTLIGHT:

Australia
More mature than many, but inclusion is still a challenge

In many ways, Australia and New Zealand are outliers in
APAC, with practices and norms that more closely reflect
the trends in North America and Europe. When it comes
to DE&I, these two countries are reasonably mature,
particularly around gender diversity. Most organisations, for
example, have measurement, tracking and targets around
gender diversity, including programmatic and structural
interventions. Many organisations are widening their lens to
capture broader measures of workforce diversity, including
cultural diversity, gender identity, sexual orientation and
intersex variations, disability and First Nations people.
Despite this maturity, there’s still some way to go, with
inclusion. According to the data, 71% of organisations
struggle to advance underrepresented groups into more
senior positions – the make-up of senior management and
boards doesn’t represent the diversity of Australian society.

DE&I pulse survey report – APAC

According to one of our respondents: “In Australia, it
seems most board members don’t know what diversity or
inclusion comprises. We discriminate at board level and
down through the ranks. Change has to happen from the
top down. Otherwise, diversity will never get a leg up.”
The Black Lives Matter movement ignited conversations
across Australian society, especially around the treatment
and inclusion of Aboriginal and Torres Strait people, and
this growing awareness is obviously mirrored by greater
recognition of them as an underrepresented group, with the
data showing that 30% of companies are making Aboriginal
and Torres Strait peoples a key focus of their DE&I strategy.
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SPOTLIGHT:

China
More organisations are starting on the journey, but there’s more work to be done

Mirroring what we’ve seen in our global data set,
companies in China need to refocus from diversity to
inclusion. They are keen to reap the business benefits
that come from this, but they are not clear on best
practice, or what their next steps should be.
There’s also a divide between local firms and MNCs.
Private-owned companies in China don’t appear to have
fully brought into the business case for DE&I and are not
yet making it a priority, despite their hunger for innovation.
Meanwhile, MNCs also have work to do. Their challenge
is to roll out global DE&I initiatives in a country – in this
case, China – that may have very different DE&I priorities
to tackle. “One size fits all” won’t work. And these MNCs
must also ask themselves if their inclusiveness goes
both ways. Will Chinese employees have a voice and the
opportunity to succeed across their global organisation?

DE&I pulse survey report – APAC

Younger talent is a key focus of DE&I strategy in China.
This new generation wants their voices heard, and they’re
vocal on social media. So, it looks like an inclusive culture
might evolve from the grass roots level, rather than being
imposed from the top. This can be seen in the growing
numbers of entrepreneurial ‘self-management’ companies:
agile smaller start-ups that eliminate traditional hierarchies
and are inclusive by default rather than by design.
When it comes to gender equality, China is doing
better at lower levels than at the top. A recent Korn
Ferry study on gender and pay showed that while
numbers of women at mid-level and below were
equal, senior management is still 80% male.
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SPOTLIGHT:

India
DE&I is top of the agenda, but not always fully embraced

It’s clear there’s currently a huge push towards DE&I in India
at the moment, and that includes significant investment.
We see this push coming from two main groups: young
talent and international clients. Younger generations in
India (and globally) are highly discerning about
the organisations they will work for, with DE&I
(and corporate values) being a huge consideration.
Organisations must shape up or lose out on talent.

So where can companies in India improve their DE&I?

In India, the IT and business services sectors are big business,
with a huge workforce. Their clients are primarily global
MNCs, and these clients have their own DE&I agendas and
targets. They expect their Indian partners to lean in to DE&I,
or risk losing the contract. Whether or not senior execs in
these Indian businesses are truly sold on the intrinsic value
of DE&I, they know it’s what their clients will demand.

When it comes to DE&I awareness and training, senior
management is often the focus of efforts, and that comes
at the expense of middle management. This means many
line managers lack the expertise they need to build
diverse and inclusive teams, to ensure their employees’
voices are heard, and to reap the full benefits of DE&I.

As we have seen mirrored in the global data, Indian
companies are struggling to embed DE&I into their
systems. The focus is still on behavioural inclusion
over structural change. And they’re blindly copying
policies and programs rather than designing them
around the unique culture of their organisation.

And finally, organisations need clear diagnostics,
robust audit systems and benchmarking to be able to
measure their progress over time. Otherwise, they’ll
be working in the dark. Yet, the outlook is generally
good. Budgets are rising, DE&I structures are slowly
emerging, and India’s DE&I is on the right path.

DE&I pulse survey report – APAC
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SPOTLIGHT:

Japan
A huge gender gap, and no real desire to change

The Olympic games was a huge opportunity for DE&I
in Japan, with the Paralympics in particular enabling a
new awareness and conversations around disability and
inclusivity. But there were also a few public missteps,
including when Mori Yoshiro, the head of the Tokyo
Olympics organising committee, was forced to resign
after making “inappropriate” remarks about women.
Looking at the data in comparison to APAC and the
global numbers, there’s good news and bad news.
More Japanese companies have a separate DE&I budget
than the global average (49% vs 33%). But that budget
is not increasing. Only 7% of Japanese organisations
have significantly increased their DE&I budget in
the past 12 months (compared to 24% globally).
Of those that have increased their DE&I
budgets, the biggest trigger was ESG
compliance (62% for Japan, 36% globally).

DE&I pulse survey report – APAC

Which means it is government pressures that are
forcing companies to change. That’s better than
nothing, but if Japan wants to take the next step
towards DE&I maturity, companies and their leaders
need to better understand the business case, and
wholeheartedly embrace transformation.
Interestingly, brand reputation – which equates to
social pressure – isn’t a big trigger for change either, so
there’s a larger conversation in Japanese society – and
more importantly with business leaders – that needs to
happen to raise greater awareness of DE&I’s benefits
and move it to the top of the business agenda.
Clearly, Japan has some way to go on DE&I. In fact,
it’s ranked 120th out of 156 countries in the World
Economic Forum’s 2021 global gender gap report,
with only 17% of legislators, senior officials and
managers being female. There’s work to be done.
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DE&I Maturity: it’s time to lean in
How organisations can evolve
and transform their DE&I efforts.
At Korn Ferry, we use our DE&I Maturity
Model to measure how organisations are
performing on diversity and inclusion across
five strategic dimensions: Managing Risk,
Awareness, Talent Integration, Operations
Integration, and Market Integration.

4
3
2

The model recognizes that becoming more
mature around DE&I is not a linear journey.
Not every organisation starts at Risk Management
and neatly works their way up to Market
Integration. An effective DE&I strategy will
have many different strands of activity running
simultaneously, working to specific objectives
and owned by different stakeholders.

1

Within each dimension we also assess
behavioural and structural inclusion, separately:
•

Behavioural inclusion describes inclusive
mindsets, skillsets, and relationships.
1

•

1 Basic
Basic

2

2 Progressing
3
Progressing

3 Advanced
Advanced

4
4

Leading edge

Leading edge

Structural inclusion describes equitable and
transparent structures, processes, and practices
that work for all employees and customers.

DE&I pulse survey report – APAC
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So, what does
‘good’ actually
look like?
Let’s take a deeper look at each section
of the maturity model and assess how
our survey respondents measure up.

Managing risk refers to the
quality and depth of infrastructure,
capabilities, and behaviours
necessary to identify DE&I-related
risks. As we have seen in the data,
organisations are focusing the
majority of their activities here,
possibly at the expense of the
other elements of this model.

73%
have developed
non-discrimination, bullying
and harassment policies.

62%
are focusing on developing
a speak up culture and
psychological safety.

DE&I pulse survey report – APAC
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Awareness speaks to the level of awareness
and commitment to DE&I by an organisation,
its leaders and employees. It needs to be driven
by inclusive leaders, with DE&I established
as a core company value. Many of our survey
respondents are taking action in this area.

58% 56% 58%
acknowledge
diversity celebrations.

have a DE&I
vision statement.

have a
DE&I strategy.

56% 33% 45%
have DE&I
goals/targets.

have a DE&I
scorecard.

have a diversity council
committee and 39% a
designated DE&I leader.

41% 54%
have Employee Resource
Groups or similar in place.

DE&I pulse survey report – APAC

run unconscious
bias training.
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Talent Integration is the integration of DE&I into
all talent management processes and the level of
inclusive behaviours demonstrated throughout the
talent management lifecycle. Get it right, and you’ll
be building an outstanding talent pipeline. Most of
our respondents have some way to go here.

50% 46%
run mentorship
programs.

are focusing on
the development
of equitable talent
practices and processes.

41% 31%
have inclusive
training for
people managers.

have development
programs for
underrepresented groups.

28% 28%
have conducted inclusive
leader assessments.

DE&I pulse survey report – APAC

have sponsorship
programs.

30

Operations integration relates to
the extent an organisation’s DE&I
efforts are integrated into business
operations and are used to drive
innovation, reduce production
errors, increase safety, smoothly
execute an M&A, etc. When it’s
fully realized, it has a huge impact
on the bottom line. Unfortunately,
this is an area in which very few
organisations are working effectively.

35%
are purposely creating
diverse and inclusive teams to
improve team performance.

29%
are integrating DE&I into
select business processes
like R&D and Marketing.

29%
have put key DE&I
performance indicators for
people managers in place.

DE&I pulse survey report – APAC

Market integration assesses
the level of integration of DE&I
within markets, customers, and
communities. It matters because
it’s great for business. The more
closely you can relate to your
markets and customers, the
better your top line will look.

49%
of our respondents are
working with diverse
markets, customers,
and communities.
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Four key steps
on your DE&I journey
Each organisation has a unique DE&I journey. In fact, different business
units within the same organisation can be at different stages of maturity.
However, there are a few common practices most progressive organisations do well.

1
DE&I pulse survey report – APAC

Understand
the root causes
First, organisations need an objective,
data-driven view of how diverse
and inclusive their organization is
today. An in-depth quantitative and
qualitative analysis will uncover
root causes that may be hindering
the organisation from reaping DE&I
successes. Click here to learn more.

2

Build inclusive
leadership, starting
with the CEO
No real progress can happen without
inclusive leadership. Inclusion should
be an essential competency of all
leaders. Companies need to assess
and develop inclusive leaders at scale
starting from the top and all the way
through the rest of the organisation.
Click here to find out how.
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3

Shape
behavioural inclusion
Many businesses have been working
on developing behavioural inclusion
in their workforce. Initiatives like
unconscious bias training are often
good first steps. However, they are
not enough because awareness doesn’t
automatically translate into action.
The most progressive organizations
are turning to well-designed programs
that not only raise awareness but also
build skills and approaches that equip
leaders and managers to help advance
underrepresented talent. These
behavioral inclusion learning programs
also enable this talent to have agency
over their own aspirations to rise
to the fullness of their potential.
Read more about behavioural
inclusion here.
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Architect
structural inclusion
Organisations need to continue
auditing their talent and business
practices for equity and inclusion and
then shape their structures, processes,
services, and products based on those
insights. Here are some questions to
ask: 1. What are the fair and equitable
practices that we promise to our
employees and customers? 2. How
well are we delivering on this promise?
3. Are we favouring or disfavouring
any specific groups? 4. How can
we learn what really matters to our
overlooked employees/customers?
5. How can we redesign our products,
services, processes, and experiences
so that they benefit all? Read more
about structural inclusion here.
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Ready to seize
the moment?
We work with organisations
to drive real change.
We develop inclusive behaviours in leaders
and individuals. And we transform the system
itself: reshaping talent processes to ensure
they are fair and equitable and tapping into
the power of diverse and inclusive teams
to increase productivity and innovation.
We start my measuring where you are now, we help you define
where you need to be and then we develop a plan to get you there
– ensuring you can measure your progress every step of the way.
Find out how we can help you on your DE&I journey.

CONTACT US
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Korn Ferry is a global organisational
consulting firm. We work with our clients
to design optimal organisation structures,
roles, and responsibilities. We help them hire
the right people and advise them on how to
reward and motivate their workforce while
developing professionals as they navigate
and advance their careers. Our 7,000 experts
in more than 50 countries deliver on five core
areas: Organisation Strategy, Assessment
and Succession, Talent Acquisition, Leadership
Development, and Total Rewards.
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