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With organisational D&I journeys being so varied and at 
different stages we wanted to be clear that:

• Your D&I intent and effort are the goal over perfectionism

• We don’t expect, nor is it possible, to shift the D&I dial 
overnight.

We’ve broken the approach down into steps so you can choose 
your approach and take steps to effect positive change, as 
opposed to trying to do everything and getting overwhelmed

Whilst the guideline is more UK culture oriented, the foundation 
steps are internationally relevant and can complement your 
local needs 

Our aim



Diversity & Inclusion (D&I) is a key element in an 
organisation for driving growth, innovation, profitability, 
consumer understanding as well as a key pillar within any 
Environmental, Social and Governance (ESG) framework. 

“Your stakeholders – from shareholders to employees – are 
looking at your record on inclusion, diversity and social mobility 
when making decisions. And they’re looking beyond what’s 
needed to comply with legislative changes – for example, gender 
pay gap and ethnicity pay gap reporting. They want to work with 
businesses that demonstrate greater authenticity.

A commitment to IDE across the employee lifecycle, is important 
for the communities you operate in - and for your own 
organisation.”  
KPMG, UK

Impact on industry, organisation 
& individuals

"If you want to 
go fast, go alone. 
If you want to go far, 
go together." 

- African proverb.



Step 1: What are the benefits of having ‘Flexible pathways for 
recruitment and promotion’?



Internal Benefits

 It’s business critical that a company’s workforce reflects its community 
and customers

 Improvements in productivity, increased engagement
 Racial and ethnic diversity can impact financial performance more than 

gender diversity alone, as earlier efforts to boost women’s representation in 
top levels of business have already yielded positive results

 Alongside recruitment, retention is just as significant 
 Streamlining processes, reducing talent retention costs and improving 

inclusivity culture
 Benchmarking and assessing DE&I performance with respect to industry 

norms, other sectors, performance and voluntary initiatives
 Avoiding being implicated in publicised social and governance failures

Benefits



Benefits

External Benefits

 Improving reputation, brand awareness and loyalty with a more 
holistic approach

 Gives a competitive advantage to companies
 Increases the talent pipeline and gives hiring managers more 

skilled people to choose from
 Enables external stakeholders to clearly understand the 

company’s position on DE&I
 Investors monitor the values and trends of non-financial indicators 

to receive an overall picture of the company's future performance
 Creating equal opportunities for everyone leads to social progress
 Inclusive companies are 1.7x more likely to be innovation leaders
 67% of job seekers said a diverse workforce is important when 

considering job offers
 Racially and ethnically diverse companies outperform industry 

norms by 35%



Step 2: Where can I make the most impact in my organisation?



At each level, we have an opportunity 
to strengthen the message around DE&I

Simple

Board

Company Strategy

Culture
Values
Vision

Mission
Brand

Desired behaviours

Easy to apply Relatable Clear

Organizational change drivers

Leadership Values & vision Org design Perf. mgmt D&I People Growth Learning Org Informal interactions

Vehicles for driving and embedding changeBusiness 
Management 

System (BMS) Standards Policies Programmes Procedures Projects Guidelines



Step 3: What do each of these levels enable your 
organisation to do?



Levels of impact Drivers Owners
1 Board  Develops strategy and leads the company to achieve long term success; 

 Determines the risks faced by the business; 
 Gauges the level of risk the company is prepared to take to achieve its strategy;
 Ensures that systems of risk management and control are in place
 Gives leadership and governance to the company as a whole, having regard to the views of 

Shareholders and other stakeholders

Board

2 Company Strategy  Strategy help us define our business, gives it a set of values and purpose
 It helps us understand what success actually looks like
 It provides a roadmap for our business, shows the destination and identifies useful stopping 

points along the way.

Board / Leadership 
Team

3 Culture  A strong company culture attracts better talent and, more importantly, retains that talent so 
you have lower turnover, fewer new hires and better chemistry among your teams.

 Start with your Values, Vision, Mission to articulate your brand for employees internally and 
stakeholders externally

Leadership Team / 
HR / All employees

4 Behaviours  Behaviours, or ‘behavioural frameworks’, are essential within any workplace as they support 
the business’s values and culture whilst helping to better manage expectations, 
relationships and overall performance

All

5 Organisational change drivers  A change driver is an internal or external pressure that shapes change to an organisation. 
This includes change to strategy, plans, designs, products, services and operations.

Lead by Leadership 
and brought to life by 
employees engaging

6 Vehicles for imbedding change  Standards, policies, procedures, guidelines, programmes and projects are the main vehicles 
of organisational change and should be identified, defined and prioritised to implement and 
deliver the changes and benefits required.  

All



Step 4: How and where can you make a positive change 
in your organisation?



Steps Actions Questions
1 Evaluation  Identify current policies, procedures, resources, support 

services in place to ascertain your current timeframe 
you are working within 

 How easy is it for employees to find the relevant policies 
and procedures?  Do they understand them?  Are they 
clear where to direct their questions?

 Do they reflect your approach to D&I fairly?

2 Resources, Contracts 
& Budgets

 Identify internal and external contracts you have in 
place to support you with your recruitment and 
promotion processes

 Clarify your budget amounts, owners and approvals 
process

 Have you got all the right provider contracts in place to 
enable a smooth process?

 Are Managers and their departments aware of recruitment 
and retention costs?

3 Get sign off  Get clarity on your sign off process when looking to 
recruit and promote employees to ensure its clear and 
doesn’t slow down your process

 Are you involving the right people at each stage of each 
process?

4 Create an improvement plan  Using the outcomes of your evaluation process from 
step one above, create an improvement plan to help 
articulate for the organisation the changes planned and 
timeframe it will take

 Are you clear on where you need to make improvements?
 Have staff had a chance to give feedback?
 Do you have the right resources in place to action?

5 Communicate  Ensure all stakeholders involved or impacted by these 
processes is communicated to as relevant to 
demonstrate transparency, openness and foster 
engagement

 Are you clear on your communications strategy at each of 
the stages of each process and ensuring you are making a 
positive impact?

6 Review  Request feedback from your staff to allow for 
continuous improvement

 Provide multiple ways for stakeholders to send you 
valuable feedback and take action

Initial steps
There are a few simple steps to help get you in the best place to make changes to your internal recruitment and promotion processes:



Step 5: What are practical options my organisation 
can consider and/or implement?



Taking action: Inclusive Recruitment & Promotion



Inclusive Recruitment and Promotion Table



Inclusive Recruitment and Promotion Table



Inclusive Recruitment and Promotion Table



Step 6: What support resources are available through OEUK?



 Organisation Membership

 D&I Task Group

 Ally Network 

 Employment & Skills Forum (HR)

Support through OEUK:

"Failure we can do alone.
Success always takes help!" 

@simonsinek



Question:

“will you lead, or will you be led?” 
Larry Fink, CEO BlackRock



OEUK.org.uk

Aberdeen Office
4th Floor
Annan House
33-35 Palmerston Road
Aberdeen
AB11 5QP

+44 (0)1224 577 250

London Office
1st Floor
Paternoster House
65 St Paul’s Churchyard
London
EC4M 8AB

+44 (0)20 7802 2400
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