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Introduction

Diversity and Inclusion.

Two words that have become an integral part of the discussion to build a great 
corporate culture. Ensuring that a company is comprised of diverse and talented 
individuals tends to fall on the shoulders of HR and people teams. 

But just what does it mean to have diversity and inclusion in the workplace? How 
do you devise  a strategy to ensure they are naturally engrained in the hiring 
process and office culture? 

It starts at the top.  Leadership should be included in discussions for your diversity 
and inclusion strategy, specifically as your company scales.

Having a diverse workforce and inclusive culture isn’t just a way to attract and 
retain top talent, it’s another strategy to help improve the overall business. 

To start addressing diversity and inclusion review your company policies, your 
hiring process, work and task assignments, and collect feedback from your current 
employee population. 
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A Place for Everyone

Creating an Inclusive Environment 

When examining women’s roles in the workplace, and women of color, the comparison 
to white males is quite shocking, particularly within the STEM fields.

Only 28% of women have computer science degrees and 7% of VC firms are 
comprised of women. In the high tech industry, the quit rate is twice as high for women 
at 41% than it is for men at 17% percent. There are also discrepancies in job offers, 
salary ranges, and executive positions held by women. 

More and more articles regarding the workplace are focusing on closing the gender gap 
and improving inclusion and diversity efforts. Large organizations are hiring diversity 
officers or creating diversity and inclusion committees. But does it matter?

“Decisions made and 
executed by diverse teams 

delivered 60% better results” 
- Erik Larson

Greater social diversity allows for more widespread experience and knowledge, adding 
to the collective knowledge of a workforce- in turn allowing for the organization to work 
more effectively. 

Diversity and inclusion generates a better workplace by contributing to overall culture, 
ideas, knowledge, and business performance. 

http://observer.com/2017/06/women-in-tech-statistics/
https://www.forbes.com/sites/eriklarson/2017/09/21/new-research-diversity-inclusion-better-decision-making-at-work/
http://news.mit.edu/2014/workplace-diversity-can-help-bottom-line-1007
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Project Assignment –
Who is Making the Cake and 
Who is Eating the Cake?

Ensuring that every individual, regardless of gender or race, receives equal opportunities 
to make a difference in the workplace falls upon managers and leadership. Distributing 
assignments not only helps with diversity, but betters the longevity of the business. 

In a Harvard Business Review article, Joan C. Williams and Marina Multhaup discuss why 
women and minorities fall into the cracks in the workplace in comparison to their non-
minority male counterparts. 

Regardless of the industry, women and people of color pick up the responsibility of what is 
called the  “office housework.” Essentially, many women feel the need to clean up or refine 
the details of assignment, projects, or day to day tasks to show “they are a team player.” 
While in contrast if a male doesn’t help the team out, many times he is described as ‘not 
detail-oriented.' 

Studies have also shown that women and people of color have been given less “glamour 
work” or the big projects that can let them shine in their position in comparison to others. 
Many times women and people of color receive worse work assignments because of 
“prescriptive stereotypes,” which in better words means how a group of individuals things 
how people should behave. Due to these stereotypes, women and minorities are under 
social pressures to volunteer for office housework activities.

To address this issues and ensure everyone in the workplace is contributing and receiving 
their fair share of “glamour work,” managers must first identify who is picking up the 
“housework” within their department. Analyze who on the teams is accomplishing which 
tasks or “housework”, and determine who is pulling more weight than others. Make 
everyone accountable and assign every person on the team a “dull-task”- don’t ask for 
volunteers, that will only create a disproportionate distribution. Additionally for more 
“glamour” assignments, consider every team member who is eligible. Establish a rotating 
pool of large project assignments. 

As you develop a method that equally distributes all types of work for your team, work will 
become more equally distributed. When work is more equally distributed, individuals-
women and minorities included, are all able to have their moment to shine and rise to their 
full potential in the workplace. 

https://hbr.org/2018/03/for-women-and-minorities-to-get-ahead-managers-must-assign-work-fairly
https://hbr.org/2018/03/for-women-and-minorities-to-get-ahead-managers-must-assign-work-fairly
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Addressing the Gender Gap

According to the numbers from 2016, women working full-time in the US were on 
average paid just 80% of what their male counterparts were, creating a 20% gap. 
AAUW projects that with current pay and work trends, pay equity will even out around 
2059. When looking to hire top talent and create an organization that individuals want 
to stay and grow with, 2059 is just too long to wait. However, closing the gender gap in 
your organization in the short-term is feasible. 

To close the gap, it’s important to understand some of the underlying causes. While 
many schools of thought focus on the gap in education, there are some deeper roots 
that Bouree Lam discusses. While careers in STEM fall low on the percentage of 
women working in the industry, there can be an inherent gender issue preventing many 
women from seeking high-demand, high-paying careers. The number one reason? 
Families. Societal and gender roles place a focus on women caring for their families.

Taking maternity can be inhibiting for a woman to advance in her career. Additional 
factors that contribute to the gender gap include student debt and limited opportunities 
for negotiations. 

“Teams with lower 
percentages of women 
have lower sales and 

lower profits than 
teams with a balanced 

gender mix.”
Harvard Kennedy School

https://www.aauw.org/research/the-simple-truth-about-the-gender-pay-gap/
https://www.theatlantic.com/business/archive/2016/07/paygap-discrimination/492965/
http://ksr.hkspublications.org/2015/12/04/women-benefit-most-when-men-take-paternity-leave/
http://gap.hks.harvard.edu/impact-gender-diversity-performance-business-teams-evidence-field-experiment


6

Addressing the Gender Gap

Analyze Roles and Job Descriptions Qualitatively
When creating new roles and job descriptions be open to candidates 
with different experiences. Think outside the box of how a woman who 
took a year gap to raise her family can use those qualities to excel in 
the job. Being flexible and seeing the potential in a candidate can pay 
off in the long run with loyalty to the organization. 

Allow for Negotiations, Within Reason
Set reasonable salary ranges within your budget. 
With the new laws prohibiting inquiries about past 
salaries, women now have an additional opportunity
to lean in and ask for the salary they would like. 
While you should be transparent about budgets, you 
should also be open to discussions about 
compensation. If you can offer alternative benefits, 
such as working from home one day to allow for 
flexible family time, these can often be more valuable than pay. 

Design an Effective Maternity Leave Policy
It’s important to create a clear maternity leave policy, as well as a 
program in place for parent’s to transition back into the work force. 
Many times, mother’s feel overwhelmed balancing home and work life 
and leave a position if they feel there is no room for flexibility. Before 
parental leave begins, have the employee and their manager work 
together to find a solution that benefits everyone. Having a plan in place 
will make the employee feel more confident in returning to their role 
after their leave and decrease the chances of having to replace them. 
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Addressing the Gender Gap

Train Upper Management and Team Leaders -
Management trainings should include education on inclusion and bias 
awareness. Closing the gender gap needs to be an organization-wide 
effort, with leadership paving the way. However, management needs 
the tools to know how to do so effectively. Consider having a 
roundtable on how to address this at your company.

Create a Safe Space
As the HR team, you are the people’s person. Ensure you create a 
warm and approachable environment where employees feel they can 
confide in you. Each team should know who their HR Business 
Partner/Rep is and feel comfortable scheduling time if they feel their 
gender or ethnicity or skin color is inhibiting their career growth. If 
concerns are never discussed, it will be challenging to know how 
much the gender gap affects your organization. 

While working to close the gender gap can seem like a huge task, 
taking small steps to address the issue in your organization will pay 
off. Present a case study to leadership to show how the gender gap 
might be effecting the company and how closing the gap will improve 
business, retention, and employee happiness. 
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Why Diversity is Necessary for the 
Health of Your Organization

Diversity a is necessary to have at your organization, not only to 
attract top talent, but to ensure your culture reflects values of 
inclusion. However, diversity and inclusion strategies aren’t just 
something you should do, it’s something you must do. Why? Many 
research studies have shown that organizations with diverse teams 
yield better business outcomes, and of course are morally ethical. 

“A 2015 McKinsey report on 366 public companies found that those 
in the top quartile for ethnic and racial diversity in management 
were 35% more likely to have financial returns above their industry 
mean, and those in the top quartile for gender diversity were 15% 
more likely to have returns above the industry mean”- HBR

How does diversity better your business and organization? 
Through focusing on facts, processing information more carefully, 
and being more innovative.

Many psychology studies have shown that diverse groups versus 
homogenous groups evaluate facts and process information more 
carefully. A diverse group will focus less on external noise and hone 
in on the hard facts they’re presented with. This allows for 
individuals to be more objective with less bias when trying to solve 
a problem- both of which are great skills to have in an organization. 

http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
https://hbr.org/2016/11/why-diverse-teams-are-smarter
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Why Diversity is Necessary for the 
Health of Your Organization

In addition to remaining objective and unbiased, diverse workforces 
are also more innovative. By having individuals from all walks of life 
comprise your workforce, you allow for a plethora of perspectives to 
be present at the office. With more points of view, comes more ideas. 
More ideas allows for more innovation, which is needed in today’s 
competitive landscape.  

If your workforce all looks and thinks alike, how will you innovate? 

Hiring diverse individuals will enrich the culture of your workforce and 
allow your business to be more successful. While it might seem 
intuitive to have a homogenous team since it will allow for easier 
collaboration and communication- it’s just the opposite for business. 
Having a diverse team causes friction- it can make projects harder. 
But that adversity is just what businesses need. Extra challenges and 
hurdles create more innovation, creativity, and produce better 
outcomes.

“Diverse teams are more likely to constantly reexamine 
facts and remain objective. They may also 

encourage greater scrutiny of each member’s actions, 
keeping their joint cognitive resources sharp and 

vigilant. By breaking up workplace homogeneity, you 
can allow your employees to become more aware of 

their own potential biases — entrenched ways of 
thinking that can otherwise blind them to key 

information and even lead them to make errors in 
decision-making processes.”- HBR

https://hbr.org/2016/09/diverse-teams-feel-less-comfortable-and-thats-why-they-perform-better
https://hbr.org/2016/11/why-diverse-teams-are-smarter
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How to Address Diversity and Inclusion
in Your Organization 

Ensure communication with employees and all written policies are 
gender neutral
Job descriptions and corporate policies should be gender neutral, using 
gender-neutral pronouns. This will prevent singling out any groups or 
individuals. There are also tools for your communication channels or web-
browsers that can be installed to help catch gendered language in 
communications. Look into these integrations to help employees rethink 
what they might be communicating in team messages and avoid the 
“guys” talk. 

Develop a Campaign and State Your 
Commitment to Building a Diverse 
and Inclusive Culture
Find key stakeholders in your organization 
to help spearhead diversity and inclusion.
Whether it’s a Chief Officer of Diversity 
and Inclusion or a designated committee, get
the entire company involved in the initiative. 
Forming a focused committee can create a 
pulse check of how employees feel
about diversity and inclusion in the workplace. Insights can be found on 
where you may be lacking and how you can improve. In addition to 
internal communications, state this commitment  externally- whether via 
social platforms or your website to send a wide-spread message. 
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How to Address Diversity and Inclusion
in Your Organization 

Create a Safe Space that Celebrates Diversity
First and foremost, it is essential for each employee to know who their HR 
team is and who they can speak to if any issues arise. In addition to creating 
a safe space, consider setting up channels in your communication tools (i.e. 
Slack) about inclusion where employees can share articles and discuss 
diversity and inclusion in the workplace. It’s important to recognize days of 
celebration outside of the normal holidays. While having a holiday party is a 
great way to let loose and embrace seasonal cheer as a team, it is also 
important to acknowledge and celebrate days such as Black History Month, 
Women’s International Day, and Gay Pride Week.

Don’t Hire for a Cultural Fit
One of the largest misconceptions is hiring for a ‘cultural fit’ at the 
organization. You want each hire to fit in with the culture of your organization 
so there’s homogeneity, right? Wrong- if you reject candidates due to a 
cultural fit, it’s an indication that unconscious bias is at play. You want to hire 
the best candidate for the position based on their skills and experience. 
Having diverse people who don’t fit the company mold is good- it creates 
challenges and sparks innovation. Cultural fit hiring doesn’t only apply to 
diversity- age plays a role too. Consider each candidate in a holistic sense 
and how they will excel at the job- from there make your decision who will be 
the best in the position and help the business grow. 

https://www.jobscan.co/blog/age-discrimination-older-applicants-vs-young-pretty-people/?utm_source=Jobscan+Newsletter+Subscribers&utm_campaign=7e5b1910ca-newsletter-feed&utm_medium=email&utm_term=0_bd801cf8ef-7e5b1910ca-247943357
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Key Take Away’s

• A diverse workforce is better for business. 

• Ensure ALL eligible employees are given the opportunity to work 
on large projects/tasks.

• Close the gender gap by creating gender neutral policies.

• Don’t hire for a cultural fit – hire for relevant skills and 
experience – diversity drives results.

• Create a diversity and inclusion committee to set up safe 
spaces, corporate initiatives, and policies that include everyone. 
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Bringing Diversity and Inclusion 
Into Your Workplace

Want to start your diversity and inclusion initiative today? MBL Benefits 
Consulting can help! With over 20 years of expertise in the benefits and HR 
industries, MBL Benefits Consulting provides a breadth of knowledge to help 
your organization and will provide the resources to help with your diversity and 
inclusion efforts. 

For more information, please reach out to:
Tracy Avin, VP, Business Development & Wellness 
tavin@mblbc.com


