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To keep diversity and inclusion
at the top of your organisa-
tion’s agenda, you need to keep
it to the fore of people’s minds.
How to do that, without the
message getting stale, is cru-
cial.

It matters, particularly if you
are to continue attracting top
talent to your organisation,
points out Lorraine Roche, HR
director at Matheson, the first
Irish law firm to win an Inves-
tor in Diversity & Inclusion
Award. The law firm employs
more than 700 people across
offices in Dublin, Cork, Lon-
don and New York.

“For businesses to be com-
petitive, we have to attract top
talent,” says Roche, who adds
that in recent years the ap-
proach it takes to its diversity
and inclusion (D&I) agenda
has become much more innova-
tive, despite the fact that, by its
nature, the legal world is con-
servative.

Changes have included the
introduction of a much more
flexible “agile” working pro-
gramme, with much more flexi-
bility around working hours, in-
cluding working from home.
This emphasis on “soft starts
and hard finishes” can help
staff better manage their
work-life balance.

“D&I should not be some-
thing remarkable but simply
embedded in the values. How-
ever, to keep it fresh we must
continually get feedback about
it, and diversity of thought
about it. It is critical that busi-
nesses get a wide range of ideas

and views, and agree the priori-
ties,” says Roche.

Getting staff involved, as
Matheson does, through the es-
tablishment of diversity and in-
clusion ambassadors and steer-
ing committees helps ensure
staff “buy in”. Staff volunteer
to work across areas such as
generational issues, family,
gender, LGBTQ+, cultural and
social mobility, as well as abili-
ty levels, with mental health
wrapped around all of them.
Taking an innovative approach
to mentoring helps too.

Having younger workers
mentor older ones breaks
down stale stereotypes about
people being either “too old to
learn or too young to under-
stand”, says Roche, who be-
lieves the best way to ensure
the D&I agenda stays fresh is to
keep talking about it. “It’s all
about communications,” she
says.

It’s also about making it tan-
gible, says Lynn Gallagher, as-
sociate director of manufactur-
ing technology at pharmaceuti-
cal company Bristol-Myers
Squibb (BMS). That means en-
suring people understand –
and get to fully live – the bene-
fits of embracing it in their
work life.

The company has a number
of people and business re-

source groups including its
own network of women,
CLIMB (cultivating leadership
in Millenials and beyond) LGB-
TA (lesbian, gay, bisexual,
transgender and allies) and
DAWN (differently abled work-
place network). Last year, it
launched Possibility Lives. “It
is a strategic, multi-year initia-
tive to drive inclusion across
the enterprise based on the
guiding principle that inclu-
sion promotes innovation and
business performance, and is
the role of everyone,” says Gal-
lagher.

Neuroscienceresearch
Fittingly as a science-based
business, BMS is leveraging
the advancements of neurosci-
ence research to accelerate its
inclusion strategy. “Extensive
and cutting-edge neuroscience
research indicates that in or-
der to effect real-world, sus-
tained behavioural change
across a large organisation, fo-
cus must be on forming new
habits,” says Gallagher.

“The research tells us that
we can, create and adopt habits
that drive business perfor-
mance through inclusion. The
research also tells us that intro-
ducing the right habits in the
right order at the right time is
the most effective way to bring
sustainable change across the
enterprise.”

BMS’s approach encourages
employees to adopt three hab-
its in order to create a more in-
clusive environment. The hab-
its are themed ‘encourage eve-
ry voice’, ‘explore new ideas’
and ‘eliminate barriers’.

“Every three months via all
internal communications chan-
nels we will introduce one of
three new habits and each
month we will ask the organisa-
tion to adopt one of nine new
tangible actions,” says Gallagh-
er.

For example, these could in-
clude making sure that no
meeting finishes up without
everybody first being asked for
their opinion. It could be as sim-
ple as introducing yourself to a
new colleague each week, to
break down barriers.

For its graduate pro-
gramme, it’s about providing
both mentors and ‘buddies’, so
that new arrivals have people
to whom they can talk frankly
or ask questions of. At Deloitte,
the key to ensuring that D&I
stays fresh is that a member of
the executive team is made re-
sponsible for tracking and re-
porting on progress.

“If it is not an agenda item at
the most senior level, it be-
comes a ‘nice to have’ rather
than a strategic priority,” ex-
plains Valarie Daunt, the pro-
fessional services firm’s part-

ner in human capital manage-
ment. A lot of D&I practices
start by celebrating diversity
through events and initiatives.
While this is a good starting
point, to make real progress, in-
clusion needs to be embedded
into everything the organisa-
tion does relating to people,
she says.

Deloitte has broken down all
the people-related processes
such as recruitment, promo-
tions, people returning from

maternity leave, flexible work-
ing, on-boarding and has ana-
lysed what best practice, from
an inclusion perspective,
would be at each stage of the
process.

“Then we can conduct gap
analyses and set clear strategic
priorities around closing any
gaps. This is a very focused and
systematic approach that over
time aims to ensure that inclu-
sion is fully embedded into all
decision processes impacting

people. This is measured annu-
ally across all Deloitte member
firms to track progress and
hold senior leaders accounta-
ble.”

It recently piloted Deloitte’s
Inclusive Leadership Assess-
ment (ILA) within one of its
practice areas. The ILA assess-
es senior leaders against the six
traits it sees an inclusive leader
having. These are commit-
ment, courage, cognisance
(awareness of bias), curiosity,

cultural intelligence and collab-
oration. “We believe that a lead-
er who embodies all of these
traits operates more effective-
ly, better connects, and access-
es a more diverse spectrum of
ideas in the workforce to reach
their full potential,” says
Daunt.

BARRYMcCALL

“Women are not a diversity di-
mension,” says Avivah Witten-
berg-Cox. “Why in the world
do we talk about gender diversi-
ty if we are only talking about
men and women? That’s incred-
ibly insulting unless you are
talking about the 52 genders
you can find on Facebook. Gen-
der is either in balance or out of
balance.”

Chief executive of interna-
tional gender-balance consul-
tancy 20-first, Wittenberg-Cox
was in Dublin recently to pick
up the lifetime achievement
award from PWN Global, the
international professional
women’s network she helped
found.

She believes most organisa-
tions are taking the wrong ap-
proach in relation to gender
balance. But they are begin-
ning to take it more seriously
for hard-nosed business rea-
sons. “Women now make up
some 60 per cent of university
graduates globally; 80 per cent
of consumer goods buying deci-
sions are made by women; and
in the next two decades women
are set to inherit millions of dol-
lars in wealth from families
and spouses,” she says.

“In the face of this opportuni-
ty, why are 93 per cent of crea-
tive advertising directors
young men aged under 35?
Women now have total wealth
bigger than the combined GDP
of China and India, yet nobody
seems to get it. There is also a
growing body of research to
show that more gender-bal-
anced companies have higher
profits and perform better.
The question is not why, but
why organisations are not avail-
ing of the resource represent-
ed by the low hanging fruit
that’s sitting across from their
leaders – at the kitchen table at
home in many cases.”

It’s partly the way the issue
was addressed up until now,

she contends. “Fix the woman.
Companies spend a lot of time
well-meaningly trying to help
women succeed. It’s as if they
lack something. It’s not women
that need fixing. It’s the leaders
and their systems that need
adapting to 21st-century reali-
ties.”

The usual solution has been
to hive the problem off to a di-
versity committee or women’s

network. “Let’s start a wom-
en’s committee,” she adds.
“But some companies have
changed. There is definitely a
first-mover group of high-per-
forming great companies that
are gender balanced.”

The others are lagging be-
hind because the way the topic
is framed is not business-orient-

ed or strategic.
“Diversity and inclusion

committees think it’s their job
to gender-balance the busi-
ness, but they can’t because the
system has been set up to fail
and it needs to be adapted,” she
continues.

Cultureshift
But there is a desire to change.
“The higher up you go in organ-
isations, the more concerned
they are. But the chief execu-
tives delegate it to others. We
need to get them to realise that
it is their responsibility. It is
about a culture shift for the 21st
century.”

A fundamental change in ap-
proach is required if that shift
is to be achieved. “The whole is-
sue is man on man but the way
it is being framed today is wom-
an on woman. The top teams
don’t realise they have to lead
the change. It’s not about em-
powering women, it’s about
leading change in the execu-
tive team and throughout the
organisation. Gender is a
male-on-male issue.”

She compares the situation
to South Africa in 1990, where
it took a white leader to lead

the white population to move
away from apartheid and share
power and eventually transfer
it to the black population.

“Women have risen through-
out the 20th century and now
its men’s turn to have to
adapt,” she adds. “We are wait-
ing for a de Klerk figure for
males. It is not more female
role models that we need, we
need male leaders who know
how to lead change as role mod-
els. Organisations built and de-
signed by men for men with
wives at home who don’t work
outside the home and designed
for single-earner couples are
not flexing fast enough for the
reality of where today’s talent
is and what today’s market is.
Why are we getting all these
young men with male messag-
ing pushing products at wom-
en? Every organisation that
has been designed for me by
men is going to have to adapt to
the 21st century or they will
miss out on talent and market
opportunities.”

While it is
difficult to

change a bias, we
can, however,
create habits that
mitigate our biases

Diversity&
Inclusion

It’s not
women that

need fixing. It’s the
leaders and their
systems that need
adapting to
21st-century
realities
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■AvivahWittenberg-Cox:
Chief executive of
international gender-balance
consultancy 20-first

Genderbalance isamale issuetoo
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Committedcompaniesare continually innovating toengage
employees in their inclusionstrategies

The Open Doors Initiative helps create
employability for youth from disadvantaged
backgrounds, people with disabilities,
refugees and asylum seekers.

Proudly supported by

Join the growing list of
supporting companies at
www.opendoorsinitiative.ie

■A lot of D&I practices start
by celebrating diversity
through events and initiatives
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WH EN WOMEN TH R I V E —
TH E N E X T G E N E R AT I O N

S H A P I N G A B R I G H T ER WOR LD

Building a brighter future for your company starts with
building a diverse and inclusive workforce. This requires an
investment of time and resources — gathering data on your
workforce and giving it careful analysis to support decisions
grounded in both economics and empathy. The success of
your efforts depends on demonstrating just how gender
parity contributes to the performance of your business —
and tracking your company’s progress.

Since 2014, When Women Thrive has been building brighter futures
by providing organisations around the world with compelling
insights and action plans for accelerating their diversity, inclusion
and equity strategies. We invite you to take our next-generation
global survey and benchmark your progress on gender equity.

Access the survey at www.whenwomenthrive.net/survey,
and become part of this important research.

DAVEPHILLIPS

Diversity and inclusivity in the workplace is
currently a key issue for many organisa-
tions – from Government and State institu-
tions to corporations and smaller business-
es, there are moves to provide workplaces
that are more accessible and egalitarian.
But implementing a D&I policy isn’t just
down to making changes at the recruitment
phase – a core strategy of many organisa-
tions which seek to promote diversity in the
workplace is a model of business that seeks
to be transformative at multiple levels.

Global biopharmaceutical firm Bris-
tol-Myers Squibb (BMS) has been recog-
nised internationally for its inclusive work-
place policies, and was last year named

one of Fortune Magazine’s World’s Most
Admired Companies. The accolade stands
alongside multiple other awards including
being recognised as a best place to work by
leading LGBT organisations, disability net-
works, and advocate groups for working
mothers.

BMS began operating in Ireland in 1964
and employ more than 650 people. It has
received multiple Great Place to Work
awards, including specific awards for its
state-of-the-art manufacturing facility in
Cruiserath, Dublin 15. “If you look at how
rapidly the world is changing in all its
forms – technology, healthcare, society –
organisations must move and adapt to en-
sure the talent pool and workforce is a true
representation of this change,” says Seán
Kelly,engineering director, Cruiserath Bio-
logics. Kelly is also a global diversity and in-
clusion council member with BMS. “We
have truly focused on D&I within the last
five years,” he says, pointing out that “our
strategy is to attract, develop and retain a
powerfully diverse workforce while nurtur-
ing a broadly inclusive culture that brings
out the best in every person and advances
our company mission to deliver innovative

medicines to patients”.
Part of the transformative model adopt-

ed by BMS included establishing a forum
for employees to engage and provide ideas
and feedback on the structure of the busi-
ness. “We do a lot of work internally with
regards to D&I,” says Kelly, “and we recog-
nised in order to be fully inclusive these
programmes also needed to represent
how we engage as a business and within
the community. We facilitate ‘global cafes’
where we elicit employee feedback on all
D&I topics and take action based on the
feedback”

This has led to multiple updates of poli-
cy at BMS’s Cruiserath site, according to
Kelly, including a flexible work policy that
facilitates flexible start times and gives em-
ployees the ability to work from home.
“We have an open-plan office with collabo-
ration areas,” says Kelly. “We have fo-
cused on being able to support differently
abled individuals on the site, and also set
up mothers’ rooms, genderless bath-
rooms, and a casual dress code to accom-
modate different nationalities.”

Implementing and encouraging the
changes has had a positive effect on em-

ployees, suggests Kelly. “It has impacted
our culture and engagement immensely.
We want employees to bring their authen-
tic selves to work and to use their perspec-
tives to contribute in a unique and mean-
ingful way to our mission at Bristol-Myers
Squibb. Further on from this, and part of
the diversity and inclusion engagement
team, we have a number of people and busi-
ness resource groups which are an impor-
tant part of the wellbeing and engagement
fabric at BMS.”

Globally, BMS has people and business
resource groups in 45 countries, which
serve to support the career advancement
and development needs of employees.
“Over 17,000 employees worldwide are en-
gaged in these groups, such as B-NOW:
Bristol-Myers Squibb network of women
and CLIMB: cultivating leadership and in-
novation for Millennials and beyond,” says
Kelly.

‘Anemployerofchoice’
“Our D&I engagement team have recently
announced plans to engage in the reverse
mentoring programme,” says Kelly. The
programme offers an alternative to the tra-

ditional mentoring model, allowing young-
er workers to share knowledge with older
colleagues. “We want to be an employer of
choice and in less than 10 years, millenni-
als will represent 75 per cent of the global
workforce. Presently 80 per cent of our
workforce on the Cruiserath site fits into
this group so we are focused on talent de-
velopment, connectivity, and innovation
by promoting intergenerational relation-
ship-building, and leveraging the energy
and influence of this and the next-genera-
tion workforce,” he says.

As well as having a positive impact on
employees, implementing a robust and
transformative D&I policy has a palpable
interest on brand and business, suggests
Kelly. “It is is hugely influential on employ-
er brand and value proposition – we can
see this reputation impact when we visit ca-
reer fairs, or speak to peers in the network.
Our employees are our most valuable am-
bassadors and their word of mouth drives
the reputation of our inclusive culture and
work policies at BMS. Not only will diversi-
ty and inclusion strengthen your relation-
ship with current employees as it impacts
how the internal workforce thinks about

an organisation, but also what external au-
diences perceive.“Ultimately, when we
think of business performance, our focus
is on how a world-class diverse workforce
will help us innovate and generate new ide-
as or ways of working, to improve how we
serve our patients,” says Kelly, who sug-
gests that a transformational model needs
to be systemic in order to facilitate
deep-rooted organisational and individual
change.“Diversity and inclusion have be-
come increasingly important to organisa-
tional success and can impact corporate
reputation, internal culture, community
development and competitive advantage,”
he says.

“These behaviours encourage us to erad-
icate unconscious bias and drive inclusivi-
ty as a habit, and I think this has really im-
pacted us as a company in driving morale
of our people – encouraging participation
and thus business performance.”

UCD’s Gender Identity and Ex-
pression Policy, adopted in
2017, was the CIPD Diversity
and Inclusion Award winner
earlier this year. According to
the award citation, the judges
wereimpressedby“the thought-
ful design and implementation,
theco-creation and inclusive ap-
proach with students and staff
and then the influencing of sig-
nificant structural changes to
buildings. This initiative rede-
fined the boundaries of the HR
role and demonstrated how HR
built a strong voice that deliv-
ered impact and scale.”

The Gender Identity and Ex-
pression policy was a radical ini-
tiative that led to a cultural
transformation within the uni-
versity. The policy was devel-
oped following university-wide
consultation and has resulted in
thecreationof asupportive envi-
ronment for gender identity
and expression.

“One of our objectives is to
create an inclusive culture for
the entire university communi-
ty, which is made up of staff, stu-
dents and visitors and anyone
who comes onto the campus,”
says Rory Carey, UCD’s direc-
tor of culture and engagement.
“What sets it apart is the nature
of UCD itself. We could have
just done a gender identity and
expression policy for staff and
left it at that. You see that in a lot
of organisations. But we had to
do it for students as well. UCD is
a global university and we have
students from all over the
world. Wherever you come
from, irrespective of your gen-
der identity, you can express
yourself the way you want to
here in UCD.”

The scale of the university
also set it apart. “UCD is about
thesamesizeasDrogheda,”Car-
ey says. “When you count all our
employees and students, there
are more than 40,000 people

here. When we were rolling out
the initiative, we needed to en-
sure every facet was represent-
ed on project groups.”

The initiative began at the
very top, according to UCD
equality, diversity and inclusion
manager Marcellina Fogarty.
“We need to engage and get the
support of the senior manage-
ment team, including the presi-
dent,” she says. “We kept them
involved throughout the devel-
opment of the policy. When it
came to the approval stage,
there were no surprises. We es-
tablisheda representative work-
ing group made up of staff, stu-
dents, LGBT community repre-
sentatives, student advisers and
so on. We also engaged with
Transgender Equality Network
Irelandtoensure wewereadopt-
ing best practice around gender
identity and expression.”

Farbeyondmeresignage
The physical expression of the
policy went far beyond mere sig-
nage. “A lot of places just put up
signs,” says Carey. “But this poli-

cy is integrated into the universi-
ty’s broader diversity and re-
spect policy. It’s about respect in
the workplace and the class-
room. We spent quite a lot of
time training staff before launch
to ensure that everyone is famil-
iar with the policy and how to
deal with people in a respectful
and sensitive manner.”

While signage has changed,
so too have facilities. “We have
gone from a situation where
transgenderfacilitieswerenotal-
ways available, where people
might have had to walk long dis-
tances to a toilet and it had be-
come a human rights issue, to
one where facilities are available
in every building,” Carey says.

Another aspect is the student
registration process. “They
have to go through this to get
their student card and so on,”
he explains. “We have stripped
out bureaucracy to allow stu-
dents change their name with-
out needing official documenta-
tion to do so.”

Students also receive all grad-
uation documentation in the

name of their choosing rather
than what appears on their
birth certificate.

“Everyone, staff and stu-
dents, can now self-declare
their gender whether that’s
male, female or gender non-bi-
nary and so on,” says Fogarty.
“We have also changed the lan-
guage we use and that has had a
big impact on our culture. We
ask what pronouns people pre-
fer we use. We recognise that
people have different gender
identities and that’s okay.”

The real test is the impact on
the university’s transgender
population, according to Carey.
“It has to be transformative for
them. They have to feel that
they can use facilities on cam-
pus without fear or embarrass-
ment or having the feeling of be-
ing a second-class citizen. The
feedback from the transgender
community has been very posi-
tive. They can see that the uni-
versity is taking the issue seri-
ously and that we are main-
streaming it into everyday life
on campus.”

Creatingasafeandwelcomingenvironment

Diversity & Inclusion

■ The Bristol-Myers Squibb team at the
Dublin Pride parade: the company has
been recognised as a best place towork
by leading LGBT organisations.

ASpecialReport

Thebiopharmaceutical firm
haswonmultiple awards
for its inclusiveworkplace
policies

■Donal O’Donoghue, managing director, Sanderson Recruitment, sponsors of the CIPD
Diversity and Inclusion award, with Marcellina Fogarty, strategic equality, diversity and
inclusionmanager at UCD and Rory Carey, director of culture and engagement, UCD, at the
CIPDHRAwards last February . PHOTOGRAPH: PAUL SHERWOOD
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First Irish Law Firm to Receive the
Investors in Diversity Silver Standard
Irish Centre of Diversity 2019

Winner, 12 Deals of the Year in M&A,
Equity Capital Markets, Debt Capital
Markets, Financial Services, Loans
and Financing
Finance Dublin Awards 2019

Ranked Ireland’s Most Innovative
Law Firm
Financial Times Innovative Lawyers
Report 2019

International Firm in the Americas
International Tax Review 2018

Number One Ranked Irish Funds Law
Practice acting for 30% of Irish
Domiciled Investment Funds by AUM
Monterey Insight Ireland Fund Survey 2018

Matheson advises over half of the world’s
50 largest banks, 7 of the top 10 leading
technology brands, 6 of the world’s 10
largest asset managers and the majority of
the Fortune 100 companies. With six global
offices, 96 partners and tax principals, and
over 700 legal and business professionals,
Matheson provides the full range of Irish
legal advice and services our clients need,
when and where they need it.

San FranciscoDublin Cork London New York Palo Alto www.matheson.com

Matheson. The law firm of choice for internationally focused companies and
financial institutions doing business in and from Ireland.

For further details, contact:

Dublin
Michael Jackson
Managing Partner
xxxmichael.jackson@matheson.com

New York
Alan Keating
Partner
xxxalan.keating@matheson.com

San Francisco
Chris Bollard
Partner
xxxchris.bollard@matheson.com

London
Sharon Daly
Partner
xxxsharon.daly@matheson.com

Cork
Gráinne Callanan
Partner
xx grainne.callanan@matheson.com

Palo Alto
Mark O’Sullivan
Partner
xx mark.osullivan@matheson.com

1Transparencyishere
Log on to the BBC news
website (bbc.com/news/

business- 47212342) and you’ll
find a widget that allows you
type in the name of UK compa-
nies such as Marks & Spencer
to see its reported gender pay
gap. M&S has a reported (by it-
self) pay gap of 4.2 per cent in
favour of men, which means,
the BBC explains, that for eve-
ry £10 the average man earns,
the average woman takes
home £9.58. Such transparen-
cy will put pressure on all or-
ganisations to close the gap
right? Well, yes, except the re-
tailer’s previously reported pay
gap was 3.3 per cent.

In its favour, the company’s
pay gap is lower than the aver-
age of UK companies that had
reported, which is 9.6 per cent.

2Morethanbox-ticking
Research from law firm
Pinsent Masons into the

effects of gender pay reporting
legislation in the UK found that
some employers are going be-
yond the regulatory require-
ments and disclosing addition-
al information in relation to eth-
nicity, sexual orientation and
disability pay gaps too. Other
instances of proactive report-
ing are seeing some employers

give a breakdown of the gender
make-up of their organisation,
including at board level, and de-
scribing the actions they are
taking to redress imbalances.
In addition, hundreds of em-
ployers with fewer than 250
employees voluntarily disclose
their GPG, despite not being le-
gally obliged to do so.

3Academicsare
weighingin
The launch of the DCU

Centre of Excellence for Diver-
sity and Inclusion provides all
employers with access to the
very latest in academic re-
search, insights and tools on
workplace diversity and inclu-
sion. Getting it right is a combi-
nation of policy and best prac-
tice. Says director Sandra
Healy: “It’s about hearts and
minds. You can have all the poli-
cy you like, but it has to be deliv-
ered in practice.”

4Mentalhealthis
movingcentrestage
A significant shift has tak-

en place in relation to employ-
ers and mental health. More
are seeking out ways to support
employees and proactively put-
ting measures in place to en-
hance overall staff wellbeing.
New research from Ibec shows
the number of organisations of-
fering stress management and
mental wellbeing programmes
has doubled in the last five
years. Fostering a workplace
that is supportive to mental
health disclosures starts with

culture.
“We can’t expect someone

to disclose about their mental
health if it doesn’t feel safe for
them to do so. The organisa-
tion needs to signpost to its
workforce that they can safely
disclose and that support is
available,” says Kara McGann,
head of social policy at Ibec.

5What’sgetting
measuredisgetting
done

Ibec’s KeepWell Mark pro-
vides organisations with a rec-
ognised accreditation in work-
place wellbeing. Enrolling in
the programmes provides Irish
businesses with an assessment
tool to help them conduct an ex-
tensive audit of all aspects of
their corporate wellness prac-
tice.

Participation also includes
the services of an expert asses-

sor who will support the busi-
ness in identifying – and mak-
ing – the changes required to
improve its performance in re-
lation to wellbeing. The Irish
Centre for Diversity, support-
ed by Ibec and the DCU Centre
of Excellence for Diversity and
Inclusion, has introduced a Di-
versity and Inclusion mark for
Irish businesses to support
best practice too.

6Technologyishelping
Organisations are turn-
ing to technology tools to

reduce the risk of gender and
other biases. Apps such as Gen-
der Decoder and Textio are be-
ing used to ensure language is
gender-neutral, particularly
for job adverts. “D&I technolo-
gy has the potential to be a dis-
ruptor to the structural biases,
intentional or not, that hide in
our process and behaviours,”

says Mercer’s Helen McCa-
rthy. They can help remove bi-
ases in relation to talent acquisi-
tion, development, engage-
ment and retention.

7Employersare
preparing
Research from Mercer in-

dicates almost three quarters
of companies in Ireland agree
with mandatory reporting, and
two thirds believe it will make a
difference. But businesses are
also concerned about the po-
tential risks to their reputa-
tion, particularly if their perfor-
mance is poor relative to Ire-
land’s estimated average of
13.9 per cent.

Mercer’s research found
more than two thirds of compa-
nies in Ireland are concerned
about the potential reputation-
al risks of gender pay gap re-
porting, with half worried

about the cost that addressing
pay differentials might impose
on their business.

8Sectoralapproaches
aregrowing
The DCU-led Irish Cen-

tre for Diversity is launching its
Year of Inclusion for the Avia-
tion Industry. It makes sense,
points out Sandra Healy, head
of diversity and inclusion at the
university, given that world-
wide, only 7 per cent of pilots
are women.

Research from Mason
Hayes & Curran, a law firm,
which publishes a Gender and
Diversity in Aviation survey,
found that while 71 per cent of
respondents said women make
up more than 30 per cent of to-
tal headcount, only 16 per cent
said women make up more
than 30 per cent of senior
roles.

9Childcareseenasa
societalissue,nota
women’sissue

Shared parental leave is help-
ing to ensure issues relating to
childcare are not restricted to
women. Organisations are in-
creasingly seeing the value of
having parents share parental
leave, and are striving to en-
sure their policies support
that.

Internationally, there are no
prizes for guessing that the Nor-
dic countries rank highest for
parental leave, according to
Unicef research. In Norway
and Sweden, almost all fathers
take some parental leave.

10Salariesare
beingspoken
about
In Europe, the

pay gap between women and
men, in their first job, is

¤4,255, according to Catalyst.
After five years, the pay gap
widens to ¤36,304. While
some attempt to explain this is
by saying women are not nego-
tiating, research shows the op-
posite, says Sandra Ondra-
schek-Norris, the consultan-
cy’s vice-president of Global
MARC (Men Advocating Real
Change) Learning. Transpar-
ency around pay is essential to
stop the culture of secrecy, says
Catalyst, which calls on employ-
ers to ensure salaries, or salary
bands, are published, along
with explanations and discus-
sions, to ensure clear and open
lines of communications.

SANDRAO’CONNELL

To keep diversity and inclusion
fresh, it helps to innovate new
ways of delivering the mes-
sage.

“Some of our member com-
panies are engaging in ally pro-
jects, where training is given to
one person to speak for others
who might struggle to speak up
in a difficult situation,” says
Kara McGann of Ibec.

“We’re also seeing the intro-
duction of a disability passport,
whereby a person agrees the
reasonable accommodation
they need to be able to do their
job to the fullest extent and so,
in the case of promotion or get-
ting a new boss, they don’t have
to tell their story all over
again.”

Employers are increasingly
checking their job advertise-
ments for bias too, putting the
text through apps such as Gen-
der Decoder for Job Ads, and
Textio, to ensure language is
gender-neutral.

“It’s about only putting in
the essential job skills required
for the job, to make sure there
is not something in your lan-
guage that is putting people
off. In particular, we know the
research shows that women
will only apply if they can do
100 per cent of the job spec,
while men will have a go when
they see they have 60 per cent

of the skills or experience re-
quired.”

Organisations are being in-
creasingly proactive on this
front, reaching in to their staff
cohort if they see women aren’t
coming through sufficiently
and asking why they haven’t ap-
plied for a role, suggesting that
they do so.

“It’s about encouraging
women to say what their con-
cerns are, and then addressing
them. It’s about innovating lots
of little stuff, which all adds up
to a more diverse and inclusive
culture,” says McGann.

Storytelling is a really effec-
tive way of engaging people
with diversity and inclusion.
Deloitte used this very effective-
ly recently with two innovative
photography projects.

“Taking a social advocacy re-
search method, PhotoVoice,
not used in the corporate world
before, we facilitated people at
Deloitte to share their stories
using photography,” says Valar-
ie Daunt, Deloitte’s partner in
human capital management.

The first project focused on
cultural diversity, with 11 peo-
ple from nine different coun-
tries working in Deloitte Ire-
land taking photos symbolising
the benefits and challenges of
working and living in Ireland.

“We then created an art exhi-
bition and a catalogue to show-
case their captioned photos to

their leaders and colleagues.
The visual impact of the photos
alongside the personal stories
created a step change in en-
gagement across the firm, as
people were able to connect
with the individual and the sto-
ries in a totally different way to
data from a focus group or sur-
vey,” she says.

‘Incrediblypowerful’
The second PhotoVoice pro-

ject was with 11 parents, who
took photos representing what
it is like to juggle having a fami-
ly with progressing a career at
Deloitte. “The impact of this
project was incredibly power-
ful as we had a combination of
mothers and fathers with very
different family situations par-
ticipating, in addition to a mem-
ber of the executive group. The
honesty of the parents around
the challenges they can face
told a very compelling and im-
pactful story. It also provided
clear insights as to what sup-
ports they value and where De-
loitte can make a positive im-

pact. The PhotoVoice method
helped us get under the skin of
an inclusion issue in a totally
new and fresh way, which real-
ly engaged people and brought
the conversation to a deeper
level than before.”

There are smaller innova-
tions organisations can start
implementing straightaway,
such as creating an ‘inclusion
moment’ at the start of meet-
ings, where the chair may ask if
anyone has an inclusion story
to share.

What is innovative about it is
that it borrows from best prac-
tice in another sector. “Organi-
sations where safety is a key
concern, such as construction
and energy, sometimes have a
similar ‘safety moment’ to con-
tinually reinforce the impor-
tance of a key priority within
the organisation,” says Daunt.

“Taking two minutes at the
start of each meeting is anoth-
er way of reminding people of
the importance placed on inclu-
sion and a good way of sharing
stories, which people remem-
ber more easily.”

Diversity & Inclusion

Sandra
O’Connell

It’s about
encouraging

women to saywhat
their concerns
are, and then
addressing them

Keepingthe inclusionmessagefresh

ASpecialReport

Tentop
trends in
diversityand
inclusion

■Shared parental leave is
helping to ensure issues
relating to childcare are not
restricted towomen.
PHOTOGRAPH: ISTOCK
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■ The second PhotoVoice
project waswith 11 parents
who took photos representing
what it is like to juggle having
a family with progressing a
career at Deloitte.

Fromgenderpaygap reporting toparental
leave tomental health support,
organisationsareembracing the latest
advancements inD&I
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DANIELLEBARRON

Diversity and inclusion may be
namechecked in the mission
statements of most large organ-
isations, but when it comes to
its everyday execution, how do
you embed it into company cul-
ture and not simply pay lip ser-
vice to lofty goals?

Lorraine Roche, HR direc-
tor at law firm Matheson, says
she has seen huge change in
terms of how firms approach
D&I in the last couple of years.
She believes there’s been a
change in the bells-and-whis-
tles approach, with companies
bringing it back to brass tacks.

“Certainly, D&I is finally on
top of everyone’s agenda but
people do just pay lip service to
it and try to do everything in a
big, bold way. But you have to
look after the basics and en-
sure it is embedded into the
firm’s culture. That’s what we
firmly believe here.”

Matheson launched a new
commitment to D&I at the be-
ginning of this year, and she
says this was an opportunity to
define what that meant to them
as a firm.

“Obviously, the whole area
of D&I is vast so we decided
that to do it properly we should
see what’s important to our em-
ployees and focus on that as a
priority.” This led to the identi-
fication of six pillars of Mathe-
son’s D&I commitment: gener-
ational, family, gender,
LGBTQ+, multiculturalism
and social mobility, and disabili-
ty. Underpinning all of this is
an ongoing commitment to
mental health, adds Roche.

“D&I has to be everyone’s re-
sponsibility, so we invited peo-
ple to become ambassadors for
each pillar and they will be the
spokesperson for their team
when it comes to discussing
D&I plans and initiatives,” she

explains. Matheson also recent-
ly hired in a dedicated D&I re-
source, which Roche says has
been a fantastic addition.

Walkingthewalk
Global pharmaceutical compa-
ny Bristol-Myers Squibb is an-
other example of a company
walking the walk when it
comes to diversity and inclu-
sion, with a number of initia-
tives designed to ensure D&I is
an inherent part of company
culture.

According to HR lead Louise
Prendergast, it’s not simply
about having an inclusive hir-
ing policy – she says the organi-
sation is committed to ensur-
ing every employee in the or-
ganisation is mindful of D&I in
their everyday work.

“As a leadership team, we
track how diverse and inclusive
we are across the site and de-
partments – this is in terms of
teams, open roles and hiring as
well as employee retention and
attrition.”

This ensures management is

always aware of areas of the
business that might need some
attention with regards to D&I,
she adds.

BMS also has a number of
people and business resource
groups (PBRGs), which serve
to support the business objec-
tives, career advancement and
development needs of employ-
ees. These include B-NOW
(Bristol-Myers Squibb network
of women), DAWN (different-
ly-abled workplace network)
and LGBTA (lesbian, gay, bi-
sexual, transgender and allies).
Employee volunteers – as well
as senior management – align
themselves closely with a par-
ticular group.

“At BMS Ireland, our PBRGs
have volunteer members
across our three locations of
Shannon, Cruiserath and Pla-
za, each of which have a huge in-
fluence in terms of site engage-
ment and events,” says Pren-
dergast.

In 2018, BMS launched the
POSSIBILITY Lives campaign
globally; according to Prender-

gast, this behavioural and com-
munications initiative aims to
help shape a culture of inclu-
sion using ground-breaking sci-
ence, habit formation and spe-
cific actions directly tied to the
BMS behaviours. “Employees
are encouraged to adopt habits
in order to create a more inclu-
sive environment,” she ex-
plains.

To do D&I in a half-hearted
way is to do all employees a dis-
service, both women agree.

“If it’s going to be embedded
into the strategic goals of the
business, it has to be part of the
culture. This feeds into every-
thing – for example, in meet-
ings, we encourage diversity of
ideas, diversity of thought,
etc,” says Roche.

“At BMS we encourage our
people to look through the lens
of inclusivity at all times,” adds
Prendergast.

Diversityandinclusioncan’t justbe lipservice

DANIELLEBARRON

Ireland has one of the highest rates of men-
tal-health illness in Europe, with estimates
that one in four of us will experience some
mental-health problems during our life-
time.

Despite growing awareness, mental ill-
ness remains a taboo topic, particularly in
the workplace. Efforts are ongoing to alle-
viate this stigma and prevent discrimina-
tion due to mental-health issues, but are
they going far enough?

Dr Gavin Breslin is a senior lecturer in
sport and exercise psychology at the
School of Sport, Ulster University, who
has carried out extensive research into
mental health and wellbeing interven-
tions. He says mental health is still “the
poor relation” to physical health; this is evi-
dent from the relatively poor resourcing
the area receives, an issue he says must be
addressed by Government.

“Mental-health issues are not visible,
and they are not given the same support as
those with physical health problems,” Bres-
lin says.

He says an employment culture persists
where there is still significant stigma and
discrimination attached to mental health
and mental illness.

“People are afraid to come out and say
anything about their mental health,” he
says. “They are often afraid to be perceived
as weak. When it comes to employment,
they are afraid to come forward as they
worry they will be seen as troublesome,
and ‘rocking the boat’, when they should
be getting on with their jobs.”

Breslin admits awareness has increased
thanks to large public health campaigns
but cautions, “we are still not there yet –
there is more awareness but not enough in-
tervention”. Companies wanting to prove
they are supportive of employees experi-
encing mental-health issues need to show
they have an “action plan”, he adds.

“Any employee review needs to take a
holistic approach and not just use perfor-
mance indicators – organisations need to
start showing they are interested in the em-
ployee as a person.”

Worseningpicture
Recent research in the UK shows a worsen-
ing picture in the workplace, with nearly
two-thirds of people having experienced a
mental-health issue due to work and one in
three formally diagnosed with a men-
tal-health condition. Aisling Kelly, senior
healthcare consultant at Mercer Ireland,
says issues such as financial uncertainty
and workplace stress can cause negative
mental-health symptoms like loss of sleep,
lack of concentration and fatigue.

“Employers are increasingly aware of
the impact these stresses can have on em-
ployees’ mental health,” she says.

While employees experiencing men-
tal-health difficulties are protected from
discrimination at work under the equality
Acts, Kelly agrees with Breslin that stigma
remains an issue in many organisations.

“Employers are increasingly aware of

their responsibilities in this area and so
many are putting supports in place for indi-
viduals and encouraging discussions to
break down stigma,” she says.

This can range from having an employ-
ee assistance programme (typically an
advice/counselling hotline) to holding spe-
cific wellbeing events targeting mental
health. Many organisations that are active-
ly trying to break down these barriers have
developed mental-health champions with-
in the business and regularly provide ac-
cess to programmes such as cognitive be-
havioural therapy (CBT) or mindfulness,

adds Kelly.
Shane Mohan is one of those men-

tal-health champions. A consulting part-
ner at Deloitte, he says one of the key
things businesses can do is to open up the
conversation around mental health in or-
der to reduce the silence and stigma sur-
rounding it.

“At Deloitte, we were one of the first sig-
natories of the See Change green ribbon
campaign and pledge to end the stigma
around mental illness in workplaces. We
have trained a number of mental-health
champions with people from across the

business attending a two-day mental
health first aid training to be able to act as a
first point of contact for anyone struggling
with their own mental health or seeking ad-
vice on how to support a colleague,” he ex-
plains.

Deloitte has a dedicated employee assis-
tance programme available to its employ-
ees and the company also arranged for a
monthly drop-in clinic with a psychologist
onsite at its offices. The month of May is
specifically dedicated to mental-health
awareness, with a variety of speaker
events and connectivity initiatives.

“We also encourage regular check-ins
between managers and their teams to en-
sure that people have a regular touchpoint
with their managers so that any issues can
be picked up more quickly. The better man-
agers know their people individually, the

easier it will be for them to recognise symp-
toms of ill health and also to open up a con-
versation about potential supports,” says
Mohan.

Stigmastillpersists
Despite a growing openness and under-
standing around mental health in society,
stigma still persists in the workplace, says
Kate Dodd, diversity and inclusion consult-
ant at law firm Pinsent Masons.

“There is no doubt that this stigma re-
mains and any workforce who is being hon-
est with themselves has to tackle stigma. It
would be great if we said stigma doesn’t ex-
ist but that’s simply not true,” she says.

Dodd says Pinsent Masons has been
working to spread the message about the
universal nature of mental-health prob-
lems – no one is immune.

“We try to make it very clear that every-
one has mental health, the same way we all
have physical health. A key message is that
we are all on a spectrum, we all move be-
tween feeling extremely mentally healthy
and other times when we are extremely
stressed.”

Exemplifying this approach, when the
firm developed its mental health strategy
three years ago, the managing partner was
appointed as the sponsor.

“Our very deliberate strategy was to
have the most senior lawyer in our firm in-
volved in this, to make it very clear to all of
our people that we want to talk about this
and we want to listen, and we want to tack-
le it as a business and it is absolutely no bar-
rier to progression within our firm. Every
message comes directly from him. We had
to make people sure that it was okay to say
they are struggling with their mental
health, that it wouldn’t affect them getting
on in the business,” Dodd says.

John Sisk & Son is another company
that has been making a concerted effort to
bring mental health to the fore in the work-
place. “As a construction company, it’s a
predominantly male environment,” says
Sean Fitzpatrick, human resources direc-
tor at the company. “We are trying to
make it okay to talk about mental health.”

The company carries out a series of road-
shows every year, and top of the agenda in
2018 was mental health.

“The CEO, myself and an external speak-
er were saying if you are feeling a little bit
under pressure, it’s okay to put your hand
up. This helps bring it out into the open,”
Fitzpatrick says, adding that Sisk has also
sponsored the Mental Health and Wellbe-
ing Summit for the past three years.

Fitzpatrick explains that Sisk sought
out experts in mental health in order to get
their messaging right – for example, they
worked with rugby pundit and men-
tal-health advocate Brent Pope and Prof
Jim Lucey of St Patrick’s Mental Health
Services. “We have been engaging with ex-
perts in this space in order to develop an
overall approach, as we want to engage the
whole workforce on this,” he says.

“It’s natural for people to be reluctant to
say they have a mental-health issue, but
the message is that it’s okay not to feel okay
and that it’s absolutely okay to ask for
help.”

It would be great if
we said stigma

doesn’t exist but that’s
simply not true

Diversity & Inclusion

■ “People are afraid to come out and say
anything about theirmental health. They
are often afraid to be perceived as weak.
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Championingmentalhealth
intheworkplace
Astigmastill exists around
mental health in the
workplace, something
progressivecompaniesare
workinghard tochange

‘‘

■How do you embed it into
company culture and not
simply pay lip service to lofty
goals?
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DublinCityUniversity
EmbracingDiversity and Inclusion

— DCUAccess Programme - the largest
programmeof its kind in Ireland

— DCUBusiness School - top ranked in Europe
for faculty gender balance*

— Theworld’s first Autism-FriendlyUniversity

— Foundingmember of theAge-FriendlyGlobal
UniversityNetwork

— Ireland’s first University of Sanctuary

— The first Centre of Excellence forDiversity
and Inclusion in Ireland

* Financial Times EuropeanBusiness School Rankings 2018

dcu.ie

DANIELLEBARRON

There’s obviously a wider or-
ganisational responsibility to
promote and achieve diversity
and inclusion but who should
be responsible for making it an
everyday reality? Should it
come from HR, C-suites or the
employees themselves? And
how can each employee play a
role in ensuring their organisa-
tion is fostering a diverse and in-
clusive workforce?

The broad consensus is that
driving an inherent adherence
to D&I principles is the respon-
sibility of everyone in an organi-
sation. Colin Scott is vice-presi-
dent for equality, diversity and
inclusion (EDI) and dean of so-
cial sciences at University Col-
lege Dublin. He says at UCD
they talk about EDI “being eve-
ryone’s business”.

“At UCD, we recognise that
advancing equality, diversity
and inclusion requires both
leadership at university man-
agement team level, organisa-
tional support and also main-
streaming with our heads of
unit, people managers and all
employees,” he explains. “I
think it is important to build en-
gagement from all employees,
including managers, with the
reasons of seeking to remove
barriers to equality, celebrat-
ing diversity and promoting in-
clusion.”

He sees EDI as a responsibili-
ty that someone must take seri-
ously, whether it is engaging in
training programmes or report-
ing something they feel contra-
venes these principles. “Re-
sponsibilities range between
knowing about our policies and
getting training on them, as ap-
propriate, acting on inappro-
priate behaviours, to promot-
ing behaviours going beyond
our policies, to promote a posi-
tive culture that is inclusive in a
deep sense that allows staff and
students to be themselves and
to contribute to the wellbeing
and development of the univer-
sity community,” he says.

Managementteam
Scott was the first vice-presi-
dent for equality, diversity and
inclusion at the university and
he works closely with col-
leagues in the university man-
agement team on leading strat-
egy, policy and cultural change
in respect of EDI. He says UCD
has a golden opportunity to fos-
ter diversity and inclusion in its
graduates before they enter
the workforce. “As a universi-
ty, we engage students with eve-
rything we are doing and recog-
nise that the commitments and
behaviours of our students and
alumni are central to achieving
a more equal, diverse and inclu-
sive world,” he says.

In a large organisation, a

top-down approach is neces-
sary, says Will Cronin, head of
culture, diversity and inclusion
at AIB.

“The CEO, the executive
team and board of directors
are responsible for ensuring
that the organisation should
have a clear and actionable di-
versity and inclusion strategy,
aligned to the organisation’s
purpose. That strategy is then
executable right down through-
out the organisation, with the
tone from the top, through a

programme of meaningful ac-
tions and initiatives,” he says.

Fundamentally, all employ-
ees across the organisation are
responsible for ensuring a di-
verse and inclusive culture ex-
ists, says Cronin. This is made
possible through the organisa-
tion’s policies and codes and
also through a programme of
initiatives, he adds.

These types of initiatives in-
clude managing inclusivity

workshops and unconscious
bias training, which the bank
has run for more than 1,000
leaders across the organisa-
tion. “These create awareness,
and also show the benefits in
the areas of talent, succession
and the development of our
teams in a more inclusive way,”
says Cronin.

“Diversity and inclusion has
to be led from the top and lived
by all throughout the organisa-
tion.”

These sentiments are ech-
oed by John Mercer, chief exec-
utive of Mercer Ireland, who be-
lieves D&I is not the responsi-
bility of one person or one
group of people.

“Everyone in the organisa-
tion has a role. The C-suite sets
the tone at the top by establish-
ing D&I as a business priority
and allocating resources and
funding. HR is responsible for
implementing policies and
practices, and employees are
responsible for open-minded-
ness towards diverse perspec-
tives and fostering an inclusive
culture,” he says.

“While all three of these are
important stakeholders, lead-
ers at all levels are the key to
creating a diverse workplace
with an inclusive culture as
they are often making the peo-
ple decisions around hiring, de-
velopment, advancement, en-
gagement,” he adds.

Torunn Dahl, head of em-
ployee relations, engagement,
diversity and inclusion at De-
loitte, believes the senior lead-
ership team should have over-
all responsibility for D&I. She
agrees with Cronin that a
top-down approach will be the
most successful.

“There is enough scientific
evidence establishing the busi-
ness case that diversity of
thought leads to better results.
Without inclusion, there will
be no diversity of thought so in-
clusion should be a strategic
priority for all senior leader-
ship teams,” she says.

Seniorleaders
Dahl sees HR having a smaller
role. And while employees
have their own individual role
to play, it is inevitable they will
take their cues from senior
leaders in an organisation
when it comes to being inclu-
sive and promoting diversity.

“HR might support in imple-
menting the strategy but they
cannot drive a culture of inclu-
sion unless senior leaders are
bought in and fully behind the
importance of D&I as a priori-
ty,” she says.

“Employees are responsible
too, as everyone is responsible
for their individual behaviours
and ensuring they are not ex-
cluding people. Nonetheless,
people do take their cues from
an organisation’s leaders, val-
ues and culture, hence the im-
portance of the tone and ac-
countability at the C-suite lev-
el.”

On the ground, it is impera-
tive that individuals and manag-
ers ensure they personally
treat everyone they work with
in an inclusive manner and
challenge lack of inclusion any-
where they see it, she adds.

“Challenging processes or
behaviours that could be more
inclusive can take courage, but
if it is framed positively people
can do this without causing of-
fence. For example, suggesting
how a process might be im-
proved by inviting some differ-
ent viewpoints rather than fo-
cusing on the fact that only cer-
tain people were asked to give

input.” People can also offer to
champion an initiative and get
more involved in their compa-
ny networks, she adds.

“The best organisations
have worked hard to embed a
culture where people at all lev-
els are clear on the expecta-
tions around values and behav-
iours and feel personally ac-
countable for living them,”
says Dahl.

KEVINGLEESON

A quick look at Deloitte’s Irish
website and you will see it says
“it’s their people who make it
succeed”.

Torunn Dahl, head of em-
ployee relations, inclusion
and wellbeing with the compa-
ny says: “Deloitte’s purpose is
to make an impact that mat-
ters for our clients, people and
society. Having a culture with
real diversity of thought is the
only way we will succeed in
coming up with different solu-
tions required by our clients.”

She adds: “An inclusive cul-
ture is necessary to attract the
best people to Deloitte and to
ensure they are set up to suc-
ceed and contribute their in-
sights.”

With companies gaining
greater insight into how creat-
ing an inclusive culture can
drive momentum of diversity
programming and therefore
productivity. what are some of
the ways in which Deloitte
aims to do this?

“A few of the things we have
focused on in recent years has
been promoting a culture of in-
clusive people leadership and
enhancing our approach to ag-
ile working to the benefit of
everyone at Deloitte,” says
Dahl. “All of our senior lead-
ers have attended inclusive
leadership workshops, which
are essentially facilitated con-
versations around the leader-
ship behaviours we expect
and the risks of allowing un-
conscious biases to influence
our decisions. We also provide
360 degree feedback for our
leaders and review each year
whether the questions being
asked are driving the right cul-
ture.”

Chronic workplace stress is
on the rise among Irish work-
ers, resulting in burnout, re-
cently recognised by the
World Health Organisation as
a legitimate medical condi-
tion. Is this something that
would fall under the remit of
an inclusive workplace envi-
ronment?

‘TimeOutpolicy’
“From an agile working per-
spective, we launched a new
‘Time Out’ policy in the last
year whereby anyone at De-

loitte with a year’s service can
apply for a month’s unpaid
leave to pursue a personal in-
terest or just to unplug and
take an extended break from
work,” says Dahl.

With many practical ap-
proaches in place within De-
loitte, Dahl says the company
also adopts creative strategies
to support diversity and inclu-
sion.

“We have also run two real-
ly innovative projects using
photography to explore in
more depth the challenges par-
ents face juggling families and
careers, as well as exploring
the challenges people from
other countries face working

and integrating into an Irish
work environment. The visual
impact of these PhotoVoice
projects enabled us to change
the dialogue around inclusion
as it engaged people at an emo-
tional level.”

Most employers now under-
stand that nurturing a diverse
and inclusive environment for
employees can see a sharp rise
in productivity, but what does
Dahl believe are some of the di-
rect benefits of this type of en-
vironment for employees?

“The number one benefit is

that people can express and be
themselves more fully at
work, as the very nature of the
diversity means there is no
longer ‘one type’ of person,
with people expending energy
trying to conform to that
mould,” says Dahl.

“Another benefit is that it
makes the workplace a more
interesting and stimulating
place to work. Working with
people who have contrasting
opinions or ideas challenges
us to be better and look at solu-
tions in different ways, from
different angles. While some-
times this is challenging for
people, we strongly believe
that it stretches people and de-
velops their critical thinking
skills.”

Does being part of a such di-
verse and inclusive company
have direct impact on Dahl
herself?

“Earlier this year, I partici-
pated in a research project at
Deloitte, looking at the chal-
lenges experienced by parents
juggling family responsibili-
ties with career progression.
While some of the stories
shared as part of that project
made for tough reading for
our executive group, our CEO
recognised the importance of
communicating the full cata-
logue of stories in the report
completely, not just internally
but also with our clients, who
are also grappling with similar
challenges.

“I was very proud to work
for Deloitte that day.”

Without inclu-
sion, there

will be no diversity
of thought so
inclusion should be
a strategic priority
for all senior
leadership teams

■Should responsibility for
diversity and inclusion come
fromHR, C-suites or the
employees themselves?
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Deloitte’s inclusivepeople
leadershipandagileworking
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Diversity & Inclusion

Thebest organisationshaveworkedhard toembedaculturewherepeopleat all levels are clearon the
expectationsaroundvaluesandbehavioursand feel personally accountable for living them

An inclusive
culture is

necessary to
attract the best
people to Deloitte
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Whohasresponsibility forD&I?

■ Torunn Dahl: ‘Workingwith people who have contrasting
opinions or ideas challenges us to be better’
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PASCHALDONOHOE

As a people we have always had a strong
entrepreneurial spirit, a strong sense of
business acumen. We travelled the world
building cities and breaking new ground
on a whole host of business frontiers.
Where there was opportunity the Irish
were never far behind.

The task ahead of us is to ensure that
Ireland’s continued business focus
provides a foundation for a more inclusive
form of prosperity and builds further on
our innovation.

To innovate you need to be open. Over
recent months I have regularly discussed
the need, and argued, for political and
economic openness, in our role in the
European Union. I want to restate the
case for continued and increasing open-
ness and transparency in our society,
through our labour market. This must
start at the top and, at these levels,
unfortunately Ireland is progressing too
slowly. Breaking into board membership
or senior leadership teams should not be
about your gender, what school you went
to or your eligibility to join the “old boys’
club”. Everyone should earn their stripes
and face the same challenges and, most
importantly, be able to avail of opportuni-
ties equally.

Seeing the evolution in the landscape of
senior business leaders in modern Ire-
land, I am left in no doubt as to the over-
whelming benefits to us all when we
embrace openness and allow fairer
competitive forces to shape destinies.
Increased diversity of thought and
openness have been key to bringing us
where we are. But we must maintain and
accelerate progress. We have to make
sure that the potential business leaders of
tomorrow are not side-lined because of
their gender. We must take the best
indigenous talent and attract the best
international talent.

‘Defaultmalebias’
The feminist campaigner and author
Caroline Criado-Perez writes in her
extraordinary recent book Invisible
Women of the habit of the “default male”
bias. All of us in business and political life
must renew our efforts to guard against
this.

I believe we are improving in this
regard and to accelerate this progress the

Government is sponsoring a business-led
initiative to drive gender balance in
corporate leadership. Balance for Better
Business set targets in May of this year for
the boards of companies listed on the
Euronext Dublin markets. The Review
Group, co-chaired by Brid Horan and
Gary Kennedy, set a target of 33 per cent
females on the boards of the top 20 listed
companies and 25 per cent on the boards
of the smaller listed companies by 2023.
The Group also set a target of no all-male
boards by the end of 2020, a call that has
been highlighted by my colleague, Minis-
ter David Stanton.

Our purpose with this initiative is to
actively encourage and support major
Irish companies to achieve better gender
balance in their leadership teams.

Companies cannot continue to disre-
gard the call for change, and to ignore the
proven business benefits of balance on
boards. Alternative actions to drive
change, such as quotas, have been success-
fully pursued by a number of other
European countries.

Stubbornlyresistant
While results due to be published by the
Review Group next month will show
significant progress on achieving the 33
per cent target, all-male boards are
proving stubbornly resistant to change.
To date, only one of the all-male boards
identified in the May report has an-
nounced the appointment of a female
director.

Balance for Better Business will
continue to monitor progress among
listed company boards and is extending its
work in future reports to encompass
leadership teams and to include leading
private companies and multinational
companies here in Ireland. This is impor-
tant work.

To compete globally and to keep our
society changing in the way we want it to,
we need to bring our best players to the
fore, whatever their gender.

We simply cannot afford to have half of
our best talent sitting on the bench or
unable to avail of the equal opportunity to
succeed.

We cannot build the companies and
economy of the future without more
women on the leadership teams of our top
firms. And socially we cannot tolerate a
system that restricts the opportunities of
our fellow citizens, our colleagues, our
family and our friends like this.

I look forward to seeing business in
Ireland actively embracing the opportuni-
ty to enhance performance, deepen
customer understanding and improve
overall governance by achieving gender
balanced leadership and developing a
genuinely inclusive workplace culture for
all our talented workforce.

Companies cannot
continue todisregard
thecall for change, and
to ignore theproven
businessbenefits of
balanceonboards
– Paschal Donohoe

Diversity & Inclusion

“

ASpecialReport

‘Wesimplycannot afford to
havehalf of ourbest talent
sittingon thebench’ says
theMinister forFinance

Tacklingthe ‘defaultmale’bias
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DAVEPHILLIPS

In May last year Starbucks shut
down more than 8,000 of its
US outlets to deliver a work-
shop on discrimination and un-
conscious bias to more than
175,000 employees, following
the wrongful arrest of two
black men who had sat in a Star-
bucks shop in Philadelphia
without ordering coffee.

The arrest, and Starbucks’
subsequent response, high-
lighted the need for companies
to be aware of the impact that
biases have in the workplace,
and the workshops took place
within a larger trend of compa-
nies developing more robust
policies concerning diversity
and inclusivity. Coupled with
the growth of AI, many organi-
sations are investigating and
implementing new technolo-
gies to address the issue of bias.

“I’m almost 20 years here
and over that time there has

been a lot of change,” says Da-
vid Lawson, director of IT at
Matheson. Matheson was re-
cently recognised at the Finan-
cial Times Innovative Lawyers
Awards Europe 2019 for inno-
vation in diversity and inclu-
sion, and received the ranking
of Ireland’s most innovative
law firm. Earlier this year, they
became the first Irish law firm
to be awarded the Investors in
Diversity silver standard from
the Irish Centre of Diversity.

Valuedandrespected
“We’ve moved from what I’d
describe as a fairly traditional
law firm 20 years ago to now a
more diverse and mobile work-
force,” says Lawson. “That has
really shaped things for us, to
help fit a more diverse world.
Our focus is on driving a di-
verse and inclusive workplace
where all of our colleagues and
their contributions and per-
spectives are valued and re-

spected.”
Many of the emerging tech-

nologies designed to counter bi-
ases in the workplace are prod-
ucts aimed to be used by em-
ployers at the talent acquisi-
tion stage.

“There is a big focus on AI at
the moment,” says Lawson.
“AI can use predictive analysis
based on the data that is in
somebody’s CV rather than bas-
ing it on a face-to-face interac-
tion with that person, that can
allow employers to come up

with a more abstract assess-
ment of that person’s skills.
New technologies allow poten-
tial employers to anonymise ap-
plications by removing ele-
ments such as the applicant’s
name, date of birth or gender.”

Effectively blinding details
that are potential areas of bias
in recruitment may facilitate a
fairer approach for applicants;
however, the key role that tech-
nology can play in promoting
diversity and inclusivity within
organisations is through flexi-
bility, suggests Lawson.

“It is not just relying on what
that AI delivers, it’s more
about combining the data with
the human assessment as well.
Whilst we continue to invest
and deploy technology leverag-
ing and programmes that drive
data anonymity, the technolo-
gy also supports programmes
such as our Agile Working pro-
gramme which we launched
earlier this year to enable great-
er flexibility and work-life
blend. We recognise that not
everybody works in the same
way and to the same schedule,
and that agile working arrange-
ments are fundamental to
achieving real workplace diver-
sity.”

It is not just in recruitment
that diversity and inclusion
(D&I) technology may be use-
ful, suggests Helen McCarthy,
senior consultant at Mercer Ire-
land. Earlier this year, Mercer
and RedThread Research pub-
lished a comprehensive over-
view of how technology can be
applied to D&I. The report
credits the #MeToo movement
as a social flashpoint that has
brought into light the effect
that unhealthy cultures within
companies and organisation
can have.

D&I technology can assist
employee experience polling,
allowing workers to feed back
their individual observations
and perceptions within the
company, with tools that allow
anonymous reporting of experi-
ence, as well as to anonymously
provide or respond to ideas.
Services like these can safe-
guard against biases within an
organisation.

“An example of this would
be software that analyses com-
munication between different
groups and identifies dispari-
ties, such as a manager who
consistently interacts with
men more than women or con-
sistently rates women lower
than men,” says McCarthy.
“Technology can also help peo-
ple connect with the right men-
tors and sponsors, surface inno-
vative ideas, and objectively
gauge skills through work sam-
ple tests,” she says.

Growingfield
D&I technology is a growing
field, with software developers
providing tools that can intro-
duce a new level of metrics
within an organisation, help-
ing companies to reduce uncon-
scious biases in decision-mak-
ing and to promote diversity
and inclusivity. However, there
are risks involved as well, ac-
cording to the Mercer report.
These include implementing
technology that may itself have
a bias, based on the data sets on
which the algorithm has been
trained, or the biases of devel-
opers. The report also points to
the danger of D&I software ena-
bling an employee perception
of “big-brother monitoring”.

Mercer’s report indicates
that the next 18 months will see
a period of continued growth
for D&I technologies, as more
leaders become aware of the
need to address and imple-

ment effective D&I strategies
within their organisations, and
larger organisations allocate
bigger budgets to the areas.

While a primary focus of cur-
rent D&I technologies is the re-
cruitment stage, they have po-
tential throughout all levels of
an organisation. “D&I technol-
ogy can help remove bias from
people decisions across the tal-
ent continuum including talent
acquisition, development and
advancement, engagement
and retention, and analytics,”
says McCarthy. Mercer’s re-
port suggests that in the near
future, as the market for tech-
nology based in the talent ac-
quisition stage becomes crowd-
ed, developers will focus on

software designed for other lev-
els of the organisation.

“Applied correctly, technolo-
gy can enable scalable, consist-
ent decision-making while also
alerting users to previously hid-
den patterns of bias,” says Mc-
Carthy. “D&I technology has
the potential to be a disruptor to
the structural biases – whether
intentional or not – that hide in
our processes and behaviours.”

Diversity & Inclusion

Companiesareusingdiversity and
inclusion technology to change toxic
cultureatwork

Gobal consultancy firm Mer-
cer believes diversity and in-
clusion in the workplace are
imperative for both the well-
being of its employees and
continued success of its busi-
ness.

Joanna O’Riordan, part-
ner, Women@Mercer leader
explains: “Diversity and inclu-
sion are embedded into our
core values and we continual-
ly strive to make progress in
key areas. We have a sus-
tained focus at looking at key
metrics related to diversity
and inclusion and monitor
those regularly. As a result,
we have been able to develop
some targeted goals to im-
prove both. It’s not a situation
where Mercer – or any organi-
sation for that matter – can
say ‘we’ve made it’ and simply
stop. It’s an ongoing commit-
ment that is at the heart of
our overall business and peo-
ple strategies.”

Inclusiveatmosphere
What measures is Mercer tak-
ing to achieve a diverse and in-
clusive atmosphere for its em-
ployees across all sectors?

“We approach diversity
and inclusion broadly – gen-
der, race and ethnicity, sexual
orientation, gender identity,
generation, etc – to ensure
that we’re engaging the en-
tire organisation,” says O’Ri-
ordan.

“Mercer formally recognis-
es and funds six business re-
source groups, each of which
has chapters all over the
world. The BRGs provide an
engaging forum for employ-
ees to increase their aware-
ness as well as provide those
networking opportunities
that are so critical to an inclu-
sive workplace culture. We’re
also committed to visibly sup-
porting our commitment to
gender equality and are very
proud that we have achieved
EDGE certification in both
the US and UK.

“We also develop our lead-
ers and managers to fully lev-
erage our people through an
intentional approach to our
talent management practices
by addressing bias in

talent/performance reviews,
hiring, promotions and staff-
ing of client teams.”

Research has shown that
team performance can in-
crease by up to 50 per cent in
diverse and inclusive working
environments, what does she
believe are some of the ways
Mercer benefits from foster-
ing this type of culture?

“We’ve actually done our
own research in this area and
found that our sales teams
that have a higher level of gen-
der diversity outperform
those that don’t. That’s very
likely because our clients re-
flect a broad range of diversi-

ty and it’s essential that we’re
able to match that to truly un-
derstand and address their
needs,” says O’Riordan.

Research suggests that this
is, in fact, being experienced
by many large companies,
with diverse sales teams re-
porting a significant impact
on a company’s bottom line.
So when it comes to the par-
ticular needs of those teams
and employees, how does
O’Riordan feel highlighting
diversity and inclusion within
the company benefits them?

“An inclusive environment
signals to employees that it’s
not just okay, but encour-
aged, to bring your whole self
to work. When employees are
able to be their authentic
selves at work, it fuels career
growth and performance. It
also fuels that personal sense
of belonging which boosts en-
gagement and retention. As
most employers well know,
there is a real shortage of tal-
ent globally so ensuring that
you’re nurturing your cur-
rent talent is critical and fos-
tering inclusion is foundation-
al to making that happen.”

We’ve found
that our

sales teams that
have a higher level
of gender diversity
outperform those
that don’t

ASpecialReport

Applied cor-
rectly, tech-

nology can enable
scalable, consistent
decision-making
while also alerting
users to previously
hiddenpatterns of
bias

Theracetoremoveunconscious
bias fromtheworkplace

■D&I technology can help
remove bias from people
decisions across the talent
continuum including talent
acquisition, development and
advancement, engagement
and retention, and analytics

‘‘

‘‘

Mercerreaping
rewardsfor
beinginclusive
Theglobal consultancy firm’s
progressivediversity and inclusion
policieshave improvedperformances
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A key finding of an ESRI report last year on
disability and discrimination was that the
odds for experiencing discrimination at
work, or while looking for work, were
twice as high for people with disabilities,
compared to those without.

With latest census figures showing
more than 600,000 people with disabili-
ties living in Ireland, the question of how to
reduce discrimination for people with disa-
bilities in the labour market remains perti-
nent for employers and the State.

The problem can be addressed in part
by putting more focus on job criteria at re-
cruitment phase, suggests Paul Gillen, em-
ployment partner at Pinsent Masons.
“Clearly employers want to get the best
person for the role. By excluding certain
groups, the pool of choice for employers is
significantly reduced and employers will
be limited in the talent they recruit.”

“At Pinsent Masons, we advise employ-
ers that they need to really think about the
job role and the criteria for selecting appli-
cants, as some criteria can have a more neg-
ative impact on certain groups,” says Gil-
len.

Difficult
“For example some mental and physical
conditions may make it difficult for an em-
ployee to work early mornings, so an em-
ployer should consider whether it is really
important that a person works between
8am and 4pm. An employer should have re-
gard to whether the criteria they have set
could have such an impact on those with a
disability, and where the criteria is essen-
tial to the job whether there can be any rea-
sonable accommodations to facilitate ap-
plications from those with disabilities.”

Partnering with work placement pro-
grammes for recruitment can also be bene-
ficial, says Niamh McLoughlin, accessibili-
ty and inclusion leader within the Mercer
Ireland Diversity and Inclusion Group.

“Programmes such as the Willing Able
Mentoring (WAM) programme can help”
says McLoughlin. “This is a work place-
ment programme run by Ahead, the Asso-
ciation for Higher Education Access and
Disability which promotes access to the la-
bour market for graduates with disabili-
ties and builds the capacity of employers to
integrate disability into mainstream work-
place. Under this programme, employers
collaborate with WAM to offer mentored,
paid work placements for graduates with
disabilities.”

“But the issue is not just in recruit-
ment,” she points out, “a broad range of
HR policies designed to make a company
more accessible and inclusive will help peo-
ple with disabilities face less discrimina-
tion in the workplace.”

Outside of the recruitment phase, the
need for employers to educate manage-
ment and employees, and restructure in-
ternal systems to reduce discrimination
faced by people with disabilities is also par-

amount.
“Being a more accessible and inclusive

employer starts with creating awareness
of disability issues in the workplace,” says
McLoughlin. “Such awareness also ad-
dresses the concerns and misconceptions
that employers and employees may have
about working with disabled people. Disa-
bility awareness training courses are run
by many providers in Ireland, and are fund-
ed by the Department of Employment Af-
fairs and Social Protection.”

Networking with other companies and
organisations can also be useful, she sug-
gests. “The Open Doors initiative offers an
official forum for organisations to provide
expertise and guidance to other compa-
nies who pledge to join the initiative and
commit to adopting practices and policies
to remove barriers to employment for mar-
ginalised groups, including people with dis-
abilities.”

While information is easily accessible
for employers, there can still be a lag in im-

plementation of policies. “Most businesses
are aware of their legal obligations,” says
Gillen, “but there can be a disconnect in ap-
plying this in practice. At Pinsent Masons
we advise clients on having policies and
procedures in place to deal with diversity
and inclusion across all employment mat-
ters.

Legalcompliance
“However, it is not just having policies and
procedures on the shelf. Those operating
them should have the training necessary
to implement them and to challenge when
changes need to be made to these,” says
Gillen.

“It is not all about legal compliance.
Dealing with people matters requires man-
agers to develop other skills, such as diver-
sity and inclusion in practice, avoiding un-
conscious bias and how to proactively deal
with matters as they arise. One key area is
empowering all employees to own diversi-
ty and inclusion and to have the confidence

and the backing to call out behaviours
which run contrary to diversity and inclu-
sion in the workplace.”

Internal systems to handle D&I issues
within the company may also be lacking,
and beneficial to focus on, according to Gil-
len. “Employees are now fully aware of the
obligations on employers and are more
likely now to seek to enforce their employ-
ment rights which is positive both for em-
ployees and for employers,” he says. “The
openness of this can only lead to more posi-
tive action in dealing with diversity and in-
clusion issues.

“What has to be in place is both the car-
rot and the stick,” suggests Gillen. “Leav-
ing this to employees or applicants having
to enforce their rights set out in law is only
effective to an extent. There should be
more ‘carrot’ to provide effective training
to employers, to assist them to put in place
adequate policies and procedures. Busi-
ness does not always run smoothly but
where there are mistakes, proper mecha-

nisms to correct the mistakes leads to a
win-win for employee and employer.”

While reducing experiences of discrimi-
nation in the labour market for people
with disabilities requires the implementa-
tion of structures and D&I policy within
the company, there also needs to be flexi-
bility to work with each individual’s needs,
suggests McLoughlin. “Some great advice
was given at the recent Irish Human
Rights & Equality Commission convention
on achieving equality at work,” she says,
“it’s not about the employer guessing, it’s
often about asking the person what the
best solution is”.

BARRYMcCALL

AIB has developed a number of
employee resource groups
(ERGs) designed to foster inclu-
sion and support staff, includ-
ing Women Matters and Fami-
ly Matters.

“AIB established a Women
Matters group to support wom-
en to be at their best and to
pave a path for women to ad-
vance into leadership posi-
tions. While women represent
just over half of AIB’s total
workforce, they remain un-
der-represented in the more
senior managerial levels,” says
Mary Kennedy, who heads up
the Women Matters ERG.

Fostering female inclusive-
ness is important for the organi-
sation as a whole. “Keeping
women at the table makes good
business sense. Companies
with greater gender diversity
perform better, make better de-
cisions and achieve superior
customer outcomes,” she says.

Key to the initiative’s suc-
cess is that it brings male col-
leagues on the equality journey
too, and secures the support of
the senior leadership team.

The Women Matters ERG
launched a Mentor Her pro-
gramme in 2018, matching
some of its female employees
with – male or female – col-
leagues from other parts of the
organisation.

“The mentor is someone
who can objectively advise and
help their mentee as they navi-
gate their career journey,” says
Kenned.

“The programme has multi-
ple benefits, helping the men-
tees to better command their
own career path, while also pro-
viding them with a network,
both through their mentor’s
contacts and across the broad-
er mentee group,” she ex-
plains.

Networking is itself an im-
portant strategic objective for
the group. “The ability to net-
work is of key importance in es-
tablishing and progressing
one’s career. While women are
typically regarded as being
more social than men, accord-
ing to a 2018 study by McKin-
sey, women tend to network
considerably less than men,”
she points out.

AIB has sponsored the 30%
Club – a campaign group which
aims to increase the number of
women on corporate boards –
to introduce Network 30, a col-
laborative network of sharing
and learning.

Strongrolemodels
The forum allows women

the opportunity to identify
strong role models, find men-

tors and sponsors and to pro-
gress their career paths.

The ERG looks at why wom-
en are under-represented at
senior AIB business levels, and
sets out to identify the points at
which women are “falling or
stepping off the career ladder”,
Kennedy says.

It identified that a woman’s
maternity or adoptive leave ex-
perience can have a defining in-
fluence on her long-term ca-
reer prospects and, indeed, her
career aspirations.

“We identified the impor-
tance of inclusive leadership to
ensure we support women
through key life events and
that, in turn, we enable them to
remain seated at the table,”
says Kennedy.

On foot of that work, AIB
partnered with external con-

sultants to roll out group-wide
training for its people leaders,
to support them in managing
inclusively.

“The key aim is to ensure
that the maternity leave experi-
ence, and indeed any key life
event journey, within AIB is a
positive one for all our people.

“We also strongly recognise
the support that AIB’s working
dads need in juggling work-life
balance and achieving balance
in our modern society today.”
Promoting flexible working ar-
rangements is an important
part of that.”

Diversity & Inclusion

‘‘
■With latest census figures showing
more than 600,000 peoplewith
disabilities living in Ireland, the question
of how to reduce discrimination for
peoplewith disabilities in the labour
market remains pertinent for employers
and the State. PHOTOGRAPH: ISTOCK

■Mary Kennedy and Annette
O’Brien, of AIBWomen
Matters, pledging for
inclusion

AIBandemployeeresourcegroups

ASpecialReport

Smarter recruitment
processandcreating
awarenessof disability
issueskey to tackling
problem

Clearlyemployerswant to
get thebest person for the
role.By excludingcertain
groups, thepoolof choice
for employers is
significantly reducedand
employerswill be limited in
the talent theyrecruit.”

Addressingworkplacediscrimination
againstpeoplewithdisabilities
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SANDRAO’CONNELL

According to the HR profes-
sional body CIPD, the gender
pay gap in Ireland – the differ-
ential between the average pay
of males and females within an
organisation – is estimated at
an average of 14 per cent.

Its recent pay and employ-
ment practices survey found
that only a quarter of compa-
nies in Ireland admitted to hav-
ing a gender pay gap. It also
found that only one in five com-
panies had calculated the scale
of the problem within their
own organisation. This, the
CIPD concludes, shows the
need for legislation to address
this perennial issue.

The good news is that its
members support legislation
for annual reporting of the gen-
der pay gap, including bonuses
and shares. The CIPD HR Prac-
tices in Ireland 2019 survey
identified a number of action
areas for both Government
and employers. Almost half of
respondents said the Govern-
ment needs to address child-
care subsidies and career
choice at second-level.

Union body Ictu also wel-
comes the Bill as part of a neces-
sary step in creating change.
However, it pointed out that
gender pay gap reporting will
initially be limited to organisa-
tions with more than 250 em-
ployees – thereby omitting
about two-thirds of the work-
force.

While the Bill proposes to
lower that threshold to 50 after

three years, Ictu would like to
see this happening more quick-
ly, and for consideration to be
given to an even lower thresh-
old, preferably 20 employees.

Its equality officer David
Joyce has pointed out that, “As
it currently stands, the Bill will
capture just 1.4 per cent of
firms and 57 per cent of all em-
ployees, based on the CSO’s
2016 Business demography
data. Lowering the threshold
to 20 employees would capture
70 per cent of employees.”

It noted too the absence of
clear penalties for non-compli-
ance in respect of companies
that report inaccurate data, as
well as those that fail to report.
It is calling on the Government

to enact the legislation without
further delay, highlighting the
fact that there is no commence-
ment date as of yet and no indi-
cation as to how soon after com-
panies will be required to re-
port.

The 2018 World Economic
Forum Gender Gap Report
showed Ireland was the 9th
most gender-equal country.
Rankings took economic partic-
ipation and opportunity, educa-
tional attainment, health and
survival and political empower-
ment into account for scoring.

The European Commission
reported in 2014 that Ireland
had an average gender pay gap
of 13.9 per cent, which com-
pared relatively favourably
with the EU average of 16.7 per
cent. However, “female repre-
sentation on publicly-listed
companies in Ireland stands at
just 13.2 per cent of board mem-
bers compared with an EU av-
erage of 21.2 per cent,” says Hel-
en McCarthy, senior consult-
ant with Mercer Ireland.

Reportinglegislation
Other countries have al-

ready introduced gender pay
reporting legislation. “What
we’ve seen in the UK is that the
laws forcing companies to re-
port on and be transparent
about gender pay has been a
good move in the right direc-
tion, putting companies under
pressure to act,” says Sandra
Ondraschek-Norris of Cata-
lyst, a campaign group promot-
ing women in leadership posi-
tions.

Catalyst’s UK research indi-
cates that when women go into
their first job, they do so earn-
ing less than from day one. “It’s
a glass door as much as a glass
ceiling.”

Once in, they do all the right
things, but don’t advance at the
same pace as men, “so differ-
ent strategies are paying off for
men. It’s the same workplace,
but a different reality,” she
says.

It is that lived experience
that must be challenged, such
as Catalyst’s research showing

that men are promoted based
on potential, while women are
promoted on the basis of prov-
en performance. Equally, it
found that while women get as
much mentoring as men, their
mentors are less senior. On top
of that are layered old tropes
about men taking charge and
women taking care.

The biggest barrier of all is
the ‘double bind’, where by the
clearest model of leadership in
most companies is a male envi-
ronment, so male characteris-
tics are more acceptable.

All of this “plays into the gen-
der pay gap”, which is why it is
crucial men advocate for real
change too, not just women.
“Quite often, men are not
aware of what their female col-
leagues are experiencing. The
things women have to navi-
gate, they don’t even have to
think about,” says Ondra-
schek-Norris.

To succeed, eradicating the
gender pay gap must be part of
business strategy. “There’s no
point just reporting a number
and not doing things to pro-
mote an inclusive culture. Com-
panies need to take a serious
look at not just women’s repre-
sentation and pay but the cul-
ture they are building.”

Diversity & Inclusion

SANDRAO’CONNELL

The Gender Pay Gap Informa-
tion Bill 2019, currently mak-
ing its way through the Dáil,
will require employers to pub-
lish information about the re-
muneration of staff by gender.

Where differences exist, it
will require them to publish a
statement setting out the rea-
sons why and the measures tak-
en, or proposed, to eliminate
them.

When it was published in
April this year, Minister for Jus-
tice and Equality Charlie Flana-
gan said the aim of the Bill was
to provide transparency in rela-
tion to the gender pay gap, with
firms able to report a low, or
non-existent gender pay gap as
an advantage when it comes to
recruitment.

The provisions will apply ini-
tially to firms of 250 or more
employees with the threshold
reducing to 50 thereafter. It
will apply to both the private
and public sectors.

The detailed information
that must be published under
the regulations includes the
mean (average) and median
(middle value) gap in hourly pay
between men and women. Em-
ployers will have to show the
mean and median gap in the
hourly pay of part-time male
and female employees too.

It will include the percent-
age of men and of women who
received a bonus as well as num-
bers relating to those who re-
ceived benefits in kind.

The regulations may also re-
quire the publication of infor-
mation on employees on tempo-
rary contracts, the percentage
of employees in each of the
four pay quartiles who are men
and who are women and the
publication of information by
reference to job classifications.

The publication of a state-
ment relating to each employ-
er’s gender pay performance
will be required annually. If
there is a gap, they will have to
explain it and the measures be-
ing taken to reduce it.

Gender balance, diversity
and inclusion are key to the
competitiveness and growth of
Irish business and to develop-
ing the workforce of the future,
according to Kara McGann,
head of social policy at Ibec.

Closing the gender pay gap
(GPG) is an important part of
it. “The most recent figures
available put Ireland’s GPG at
13.9 per cent, lower than the
EU average of 16.7 per cent,
and the 11th lowest of the 28,
but these are 2014 figures and
so likely to be out of date,” she
says.

Mandatory reporting will en-
sure such figures are kept cur-

rent. It will help clarify the is-
sue in other ways too. “As a top-
ic, gender pay gap can be con-
fusing,” says McGann, who
says it is often confused with is-
sues around equal pay, which is
not quite the same.

It’s not about hiring two peo-
ple to do the same job and sim-
ply paying the man more. “The
gender pay gap in a company
represents the gap between
the pay of all the men working
in that company and that of all
of the women. It doesn’t indi-
cate bias but if more women
hold more lower-paid jobs in a
company, you’ll have a bigger
pay gap.”

It’s part of the ‘whole society
strategy’ that is required in rela-
tion to diversity and inclusion

and is a very welcome diagnos-
tic tool for employers to use.

There are very many societal
factors contributing to the gen-
der pay gap which, McGann
suggests, range from the high
cost of childcare right back to
the practice of girls’ schools
not facilitating mechanical
drawing.

“These are the type of fac-
tors that force children to
make the kind of career choic-
es very early on that results in
segregation later on,” says Mc-
Gann.

The high cost of childcare is
another factor. “It often results
in a partner having to step out
of the workforce for a while,
and more often than not, it’s
the woman. What these factors

show is that change requires a
‘whole of society’ approach.
We have to stop seeing the
GPG as a women’s issue, and
recognise it as an issue that af-
fects all of society.”

It makes sense, given that all
of society suffers where a lack
of inclusivity exists. “It means
we’re not getting access to 100
per cent of the talent pool avail-
able to us as a country. The idea
that you only recruit on merit is
fine, but if you are not recruit-
ing from a pool of 100 per cent
of the talent, then you are not
really recruiting on merit at
all.”

Greater levels of diversity
and inclusion are proven to ben-
efit organisations in terms of fi-
nancial performance, creativi-

ty and innovation.
Employers get that. “Gen-

der equality is about more than
equal pay for the privileged
few. It is a hugely complex chal-
lenge. A diverse workplace is
critical in today’s rapid-
ly-changing, globalised econo-
my, enabling organisations to
create products and services
that reflect their customers’
needs, fill talent gaps, and en-
sure sustainable growth,” says
David Anderson, president in-
ternational at Mercer, and fi-
nalist for Manbassador of the
Year award at the PWN Global
Leadership Awards.

“At Mercer, we know that
when women thrive, business-
es thrive. We know that organi-
sations with more women in

leadership report higher profit-
ability and increased female
participation throughout an or-
ganisation which positively im-
pacts overall productivity. Gen-
der diversity is good for macro-
economic growth, increasing
GDP and further bolstering so-
cial security systems.”

Closing the GPG helps men
too, of course. “It’s not doing
women or men any favours by
not giving men access to a bet-
ter work-life balance too, sim-
ply because of adherence to
old-fashioned stereotypes,”
says McGann.

Societalshift
As such, the enactment of the
Gender Pay Bill is part of that
societal shift. “What gets meas-
ured gets talked about and ac-
tions result,” says McGann.
Having to publish figures will
change the conversation, open-
ing up questions about hidden
barriers such as, perhaps, the
premium put on people with fi-
nancial experience in compa-
nies, versus those with people
experience.

Challenging the status quo
in this way has the potential to
boost the numbers of women at
board level, providing invalua-
ble role models for other wom-
en, which matters. “Not being
able to see role models stifles
opportunities for others com-
ing up through the ranks.”

Equally, the advent of GPG
statistics will help change the
narrative around childcare as
an issue for mothers, as op-
posed to being one for working
parents. It should also help
change attitudes towards peo-
ple who are returning for work
after an extended period of
leave (such as for parental
care), challenging those old ste-
reotypes around ambition, she
says.

“What the GPG bill will do is
enable employers to say ‘Right,
if we find a gender pay gap at en-
try level, is there something
about our culture that is not at-
tracting women to us? And if
we do not have enough women
in middle management, which
coincides with the prime child-
bearing years, do we need to
check our work-life practices,
or our policies on flex work-
ing?’,” says McGann, who adds:
“It’s going to take everyone to
get on board with this.”

Employers are supportive.
“We’re encouraging them to
start pulling in their data now
and putting an action plan in
place. The GPG figure is just a
figure, it’s the actions that will
make the change.”

■ The European Commission
reported in 2014 that Ireland
had an average gender pay
gap of 13.9 per cent, which
compared relatively
favourablywith the EU
average of 16.7 per cent.

ASpecialReport

We’re not
getting access

to 100 per cent of
the talent pool
available to us as a
country

It’s notenough to justmeasuregenderpay,
companiesneed to followupwithactions
toaddress the issue, say industryexperts

■ There are verymany
societal factors contributing
to the gender pay gap
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The concept of employee resource groups
(ERGs) is a relatively new one in many Irish
workplaces. They are usually self-organis-
inggroups of employees who share an inter-
est or a background such as environmental
activism, gender, or sexual orientation.
Many organisations foster their growth and
development as a means of promoting
greater diversity and inclusion in the work-
place.

“Employee resource groups can help to
create a culture that fosters inclusion and
open-mindednesswhile givinga voiceto em-
ployees for change they want to see imple-
mented in their organisation,” says Mercer
Ireland senior consultant Helen McCarthy.
“These groups allow employees to interact
withother employees outside of their imme-
diate teams, develop new skills and gain ac-
cess to leadership opportunities by interact-
ing with executive sponsors. ERGs can be
aneffective way for companies to address di-
versity and inclusion if they are given ade-
quate funding, management and accounta-
bility. ERGs can be part of larger strategy in
an organisation to attract and retain di-
verse talent and build brand awareness by
offering mentor relationships and develop-
ment for workers.”

One company which has embraced the
concept for quite some time is Dell. “Our
ERGs are communities within Dell where
team members with common interests or
backgroundsbring theircollective voicesto-
gether to drive business impact,” says Ma-
rie Moynihan, senior vice-president, global
talent acquisition. “Our ERGs are one way
we demonstrate our company-wide com-
mitment to creating an inclusive culture.
We have 14 at the moment at a global level
while in Ireland we have eight.”

The Irish groups include GenNext,
which facilitates the professional and per-
sonal growth of futureleaders at Dell; Wom-
en in Action, which enables women to grow
and thrive by creating new connections,
sharing leadership expertise and building a
culture that values diverse perspectives;
Pride, which was established to improve the
experience at Dell for LGBTQ staff mem-
bers and allies; Planet, which focuses on the
environment; True Ability, which strives to
empower employees with a disability or
those with special needs, their managers,

co-workers and those with an interest in dis-
ability issues through best practices.

“Their main purpose is to influence the
business and have an impact,” says Moyni-
han. “For example, True Ability got togeth-
er to ask what the working environment in
Dell is like and theylookedat thearea ofneu-
rodiversity.Some 80to90per centof neuro-
diverse people have a tough time getting
jobs as standard interviews and recruit-
ment processes do not assess for their tal-
ents and skills. As a result, we worked with
organisations like Ahead to make it easier
for them to get in the door here and we have
hired 12 people during the last 18 months. I
am certain that if not for the ERG pushing
that agenda we would not be as far down
that road.”

WomeninAction
Another example comes from the Women
in Action group. “They designed Stem As-
pire – the mentorship programme run in
partnership with third-level institutes with
team members mentoring women in their
final year of their Stem degree,” Moynihan
says. “This year, we will have about 200 fe-
male students on the programme. They are
each assigned a Dell mentor who they meet
with every two weeks. It’s to act as a bridge
between college and the world of work.”

Law firm Matheson has also established
a number of ERGs with an overall group ad-
vocating for diversity and inclusion across
the organisation. “If people are interested
in issues they can focus on them and drive
and lead initiatives and events and cam-
paigns in relation to them,” says Tara
Doyle, partner and head of Asset Manage-
ment and Investment Funds.

“We have a couple of other resource
groups which are more issue-specific.
Mums at Matheson is a group that drives fe-
male talent retention. Retaining female tal-
ent can be challenging for professional ser-
vices firms generally as women try to bal-
ance competing career and family de-
mands. The group introduced a coaching
programme a number of years ago to help
them through that journey.”

A maternity and paternity buddies pro-
gramme was also introduced. “We are try-
ing to ensure that we support working fa-
thers as well as working mothers and we are
takingagender-balanced approach tothe is-
sue.”

The groups have been successful, says
Doyle. “They have been very well received.
People now know that it is fine to ask for
family-friendly meeting times, for example.
The groups have been really important for
retention and work-life balance. People
working for professional services firms tra-
ditionally left themselves outside the office.
We want people to bring their whole and
best selves to work. That’s something the
firm wants to support.”

AIB has six ERGs, according to the
banks’ diversity and inclusion lead, Siobhan
Sweeney. “There are groups for women
and men, which are about to be joined to-
gether, and four others which fall under dif-
ferent‘I matter’ headings dealingwith fami-
ly, Pride, ability and roots. So many people
in AIB want to be involved in the groups,
they are passionate and want to make a dif-
ference. A lot of people have really stepped
up and they are all doing it off the side of
their desks – it’s not part of their day job.”

Inclusiveenvironment
Sweeney says ERGs help create a trusting,
empowering and inclusive environment by
providing employees with an avenue to
voice their opinions, suggest change and
contribute to cultural change. “They also

provide employees with a means of availing
of support and guidance on personal cir-
cumstances,”she adds. “Theyassist in build-

ing awareness across the workplace on di-
versityand inclusionareassuch as IVF,flexi-
ble working arrangements and parental

leave options. They also promote and em-
beddiversity and inclusion across an organi-
sation through social events, workshops
and training.”

ERGs ensure employees have an oppor-
tunity to be heard, valued and engaged, she
adds. “This may seem like a basic principle,
but ERGs really have the capacity to elevate
the voices of employees who may often be
overlooked,”she points out. “By providing
this platform to connect and advance initia-
tives, the organisation’s leadership can
have a better understanding of employees’
needs and wants. ERGs can be a great ave-
nue to solving some key challenges an or-
ganisation may face, such as recruitment
practices and leadership development.”

And they are certainly not talking shop,
according to Marie Moynihan. “An ERG is
not about a bunch of people sitting around
having a chat,” she says. “We carry out regu-
lar employee engagement surveys. These
show that ERG members are more en-
gaged. One of the problems with large com-
panies is that people can get siloed into
their own little boxes. You have to create
mechanisms for them to engage at a wider
level and ERGs accomplish that. They often
lead to greater career opportunities as a re-
sult of engaging with a wider network.”

New research by recruitment
agency Hays Ireland has found
that 51 per cent of Irish profes-
sionals believe their career pro-
gression opportunities have
been limited by an identifying
factor such as race, gender, or
mental-health status.

Another finding was that al-
most half of Irish female profes-
sionals believe their chance of
selection during the interview
process had been affected by
their gender.

Half of professionals look
for a potential employer’s diver-
sity and inclusion policies, but
61 per cent struggle to find evi-
dence of them.

Hays Ireland director Mau-
reen Lynch says organisations
that harness the new dynamic
of diversity “are more innova-
tive, better at decision-making,
generate more revenue, and at-
tract the best talent”.

Almost eight in 10 Irish pro-
fessionals believe their hiring
managers would benefit from
“unconscious bias” training.
However, only a third of Irish
professionals say their organi-
sation currently provides this
kind of training, according to
the research.

Unlike explicit bias or preju-
dice, “unconscious bias” is a

subtle, learned stereotyping be-
haviour that forms subcon-
sciously and can influence a
person’s attitude towards a
group of people based on a
characteristic, such as their
race, age, gender, or sexual ori-
entation.

The Hays Ireland Diversity
& Inclusion Report 2019,
which surveyed more than 770
employers and employees,
shows that a significant propor-
tion of professionals (44 per
cent) believe their organisa-
tion’s leaders have a bias to-

wards hiring people who look,
think, or act like them.

While the number is high, it
is a marked improvement on
2018, when 55 per cent had the
same opinion. More than half
of all professionals (52 per
cent) believe their chances of

selection during interview
have been reduced because of
their age.

Diversity and inclusion are
important during the hiring
process. Nearly all profession-
als (90 per cent) believe that ac-
tively working to build a work-
place which encourages inclu-
sion and respect for all will
have a positive impact on em-
ployee retention.

Besttalent
More than a third (37 per cent)
of professionals believe greater
workplace diversity and inclu-
sionwill positively impact the re-
cruitment of the best talent; 29
percent believe it willhelp anor-
ganisation keep the talent they
already have; and 22 per cent
say it will improve an organisa-
tion’s reputation.

Speaking on the report find-
ings, Lynch said: “A diverse
workforce represents a diverse
Ireland. We are a multicultural,
multi-ethnic, equal-opportuni-
ties society that respects differ-
ent opinions and outlooks. Or-
ganisations that harness this
new dynamic are more innova-
tive, better at decision-making,
generate more revenue, and at-
tract the best talent.

“Hiring managers and or-

ganisation leadership can cre-
ate a more inclusive workplace
by ensuring that job adverts
and other recruitment materi-
als are more diverse. During
the interview process, a diverse
panel of interviewers should be
set up to ensure that a greater
range of opinions, perspec-
tives, and life experiences are
represented.

“Blind recruitment is also
beneficial in this regard. By re-
moving age, gender, ethnicity,
and even names from applica-
tion forms, hiring managers
can focus solely on skills and
ability.

“Ultimately, organisations
have to truly value diversity
and inclusion – they must be in-
grained in their culture. That
requires senior leadership to
set out diversity and inclusion
goals and policies, undertake
unconscious bias training of
their own, and be visible to staff
as vocal advocates for more pro-
gressive recruitment and em-
ployment practices.”

WomenKickSTARTisa15-weekpro-
grammebeingrolledoutbyTechnology
Ireland,thetechbusinessrepresentative
organisation,andSoftwareSkillnet.
BackedbyDellTechnologies,itprovides
training,mentoringandworkexperience
forwomenwhowanttobuthavenot
workedinthetechsector.
Theprogrammeisaimedatwomen

whowantacareeropportunityinthe
growingITsector,sayDell.It isdesigned
tofast-trackhigh-potentialjobseekersfor
newandexcitingworkinthesector.
It’safreeprogrammethatisrunin

partnershipwithTechnologyIreland’s
membercompanies.Itisopentowomen
fromallbackgroundswhocanworkina
customerservicerole,solveproblems,
provideexcellentserviceandwork
collaborativelywithothers,itsays.
Itsfocusistoenhancethesecoreskills

andprofessionalabilities,aswellasto
providedetailedtechnologytrainingto

expandparticipants’opportunitiesin
companiesthatprovidearangeoftechnol-
ogyproductsandservices.
Theprogrammeisopentojobseekers

andgraduatesofanybackgroundwho
haveapassionfortechnologyandlove
solvingproblemsinateamenvironment.
Overaperiodof15weeks,theKickSTART
programmewillhelpparticipantsto
developconfidenceandskillstotakeup
technicalsupportrolesaswellasacquire
newskillsandqualificationsinindus-
try-leadingtechnology.
Itisaroutetogaininternationally

recognisedcertification,benefitfromreal
life-workexperienceinaleadingcompa-
nyandemergereadyforacareerintheIT
sector.
DellTechnologiespartneredwith

TechnologyIrelandontheinitiativeand
hostedtheinauguralgrouphostedatits
Cherrywoodsitelastmonth.
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Almost eight
in 10 Irish

professionals
believe their hiring
managers would
benefit from
‘unconscious bias’
training.
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Employee resourcegroupsarebecoming increasingly
popularasaway for companies toaddressdiversity and
inclusion
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■A diverseworkforce
represents a diverse Ireland.
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High Court judges don’t have
to retire until they are 70, hospi-
tal consultants can also contin-
ue until that age, while Catho-
lic bishops can go on until they
are 75 with permission from
Rome. The US president is well
into his eighth decade and his
main challenger in the 2020
election is older still. Why then
do organisations continue to
try to push people out when
they are 65 and younger when
they still have much to contrib-
ute?

“There is a perception that
older people are more costly
and less productive,” says Tony
Devine, managing partner of
the Grey Matters Network.
“But the ESRI report on The
Ageing Workforce in Ireland
points to research which shows
this perception to be a myth.”

Founded in 2015, the Grey
Matters Network is an organi-
sation comprised of more than
400 retired individuals with ex-
perience in various areas who
offer their expertise to client
businesses. “I set it up with De-
clan Hughes and Mick Fur-
long. We each had more than
30 years’ experience but still
had lots to give. We had masses
of experience and we thought
there must be a value in that.”

Paul Gillen, a partner with
law firm Pinsent Masons, be-
lieves the issue will come into
focus more in the coming
years. “With increased age for
receipt of State pension and, in

general, a more healthy ageing
population, we can expect to
see this as a more prevalent is-
sue being raised, including see-
ing more employees and appli-
cants claiming that their age
has led to a disadvantage and
potential discrimination,” he
says.

“Although age is a protected
characteristic under legisla-
tion, it is still one of those areas
that has not received a lot of at-
tention,” Gillen adds. “Wheth-
er it is ‘forced’ retirement at
State pension age or whether it
is couched in a certain cultural
fit, people of a certain age do
face uphill struggles. There is a
policy and public campaign re-
quired.”

Age-diversepolicies
There are ways for employers
to develop more age-diverse
policies, he believes. “Employ-
ers should understand the im-
pact of their approaches in
work, including, for example,
their brand, which could cultur-
ally be seen to be geared to-
ward younger employees. Em-
ployers can do a lot to ensure
that they are attracting older
talent and making the most of
the experience that this can
bring. They can do this by hav-
ing polices that are attractive
to older employees, such as flex-
ibility not only for childcare but
for those who have caring re-
sponsibilities for older family
members, not enforcing retire-
ment and providing for retire-
ment planning, but also to en-

sure inclusion of older employ-
ees through buddy or mentor-
ing by older employees with
younger employees to bridge
that gap.”

Age is the next frontier for
human resource strategies, yet
employment models, practices
and policies are not well
aligned to this new reality, ac-
cording to Helen McCarthy,
senior consultant with Mercer
Ireland. “Adopting age-diverse
policies is crucial to capture
the potential of experienced
workers,” she adds

And these policies are being
embraced. “In Ireland, the
trend towards greater accom-
modation of experienced work-
ers is slowly accelerating,”she
continues. “Following changes
in the law, it is now more diffi-
cult for employers to enforce re-
tirement. When it comes to fa-
cilitating longer working, the
main challenges employers are
facing include such things as
blocking progression of young-
er workers, health and fitness
concerns, continuing to pro-
vide appropriate benefits and

inconsistent application of poli-
cy.”

Organisations must evalu-
ate policies already in place
and assess gaps while determin-
ing their future needs, McCa-
rthy advises. Organisations
can optimise their experienced
workforce through a number
of actions including collecting
and analysing age-profile data
to explore demographic and
skills pinch points; developing
and implementing people and
career strategies that embrace
the experienced workforce;

and understanding what im-
pact an organisation’s retire-
ment plan design has on the tra-
jectory of retirement readiness
and labour flow.

She also recommends that
organisations initiate conversa-
tions with employees about
how they might work different-
ly. “They must also examine
and tackle how ageism might
manifest in an organisation –
analysing pay, bonuses, perfor-
mance, promotion and recruit-
ment statistics through a lens
focused on ageing,” she adds.

“They should develop a life-
long learning attitude that posi-
tions people to embrace jobs of
the future. Productivity levels
across different age and posi-
tion cohorts in an organisation
should be measured and effec-
tive, flexible working strate-
gies should be implemented.”

Tony Devine has a different
view of the intergenerational
workforce. “We’ve always had
five generations in the work-
force,” he says. “That’s why we
have established the first Inter-
generational Workplace Day,
which will take place in DCU on
November 20th. We want to
celebrate the diversity that the
five generations can bring to
the workplace.”

Intergenerationalworking
He points to the case of Chip
Conley, the author of Wisdom
at Work, as an example of effec-
tive intergenerational work-
ing. “He set up a boutique hotel
chain Joie de Vivre that was
very successful and wanted to
get out in his 50s,” Devine ex-
plains. “When he did, he was ap-
proached by the Airbnb found-
ers, who wanted someone to
help them grow the company.
He was both a good and a bad
fit. He knew lots about the ho-
tel and accommodation sector
but nothing about the digital or
sharing economies.”

What Conley realised was
that he had been hired as a
teacher and a mentor, but he
was also a student and an in-
tern. He had to be a beginner
and a teacher. This emerged as
the secret to succeeding as a
mid- or later-life worker – the
marriage of wisdom and experi-
ence with curiosity and a will-
ingness to learn.

“Conley calls this concept
the modern elder and he now
runs seminars on it in interest-
ing locations around the
world,” says Devine.

“It’s not about them versus
us, it’s about the generations
collaborating and working to-
gether. Research published by
Forbes has shown that if you
give a problem to an individual
they will get it right part of the
time; a team will get it right
more often, maybe 60 per cent
of the time; when you add in
gender balance, this rises to 80
per cent; when you bring in age
diversity, it climbs to 87 per
cent; and with geographic di-
versity you get over the 90 per
cent mark. There is no argu-
ment now that greater diversi-
ty leads to better decision-mak-
ing.”

BARRYMcCALL

Established in 2015, the 30%
Club Ireland now comprises
250 of the country’s largest em-
ployers, across the public, pri-
vate and State sectors, repre-
senting more than 600,000
employees in Ireland who are
committed to greater gender
balance at board and executive
levels.

“For organisations to imple-
ment a diversity strategy, gen-
der is the best place to start,”
says country executive Gillian
Harford. “You can see the num-
bers and track progress quite
easily. If you are making pro-
gress in that area, then it’s
much easier in the others.”

She believes progress is be-
ing made in relation to gender
balance. “It is slow, slower than
it should be,” she says. “The UK
is a bit further along than Ire-
land, but things are changing.
Three or four years ago there
was a much lower number of
companies talking about it. It’s
almost impossible now to find a
medium- to large-sized compa-
ny which isn’t talking about it.”

This is being driven by a num-
ber of factors, most notably the
bottom line. “McKinsey has
done a lot of work in this space
and their research shows im-
proved performance for com-
panies which have gender-bal-
anced senior management
teams. Regulators are actively
promoting diversity as it leads
to better governance and re-

duced risk. It delivers a better
return on invested capital, high-
er value for shareholders, and a
better environment for employ-
ees.”

The journey starts with a
broad focus across the organi-
sation, identifying gaps and op-
portunities for change. “The
conversation moves to inclu-
sion, ensuring all employees
feel welcome and valued,”says
Harford. “Diversity means you
are here, but inclusion means
you are heard, and so many or-
ganisations are focusing on en-
suring everyone has a sense of
belonging. This creates a mod-
ern workplace where everyone
can bring the best of their
whole self to work; where em-
ployee-led groups celebrate
Pride, wellbeing, differing abili-

ties, and integrate life and
work in a more balanced way.”

But that’s the easy part, ac-
cording to Harford. It’s what
happens after general diversity
and inclusion initiatives have
been completed that counts.
“It moves on to another ‘i’ – in-
fluence,”she says. “This is the
challenge of achieving balance,
not just across the general em-
ployee base but in positions of

genuine influence – senior deci-
sion-making roles, strategic
roles, revenue-generation
roles – ensuring diversity in the
positions of power that can
change and drive a successful
organisation.”

GenderBalanceSurvey
The Gender Balance Survey is-
sued by the CSO in May of this
year highlighted that women
occupy only 28 per cent of sen-
ior executive roles in Ireland
compared with 72 per cent for
men. But the reality could be
even worse than that when it
comes to the most powerful po-
sitions.

“We know from additional
market research that this fig-
ure is heavily influenced by spe-
cialist functions such as HR, le-
gal and marketing, and the ra-
tio drops significantly when it
comes to female representa-
tion across revenue-generat-
ing functions,” says Harford.
“There is no data available for
diversity beyond gender.
Achieving greater balance at
the most senior decision-mak-
ing levels in organisations is
where the real economic val-
ue-add occurs – and that bal-
ance of influence is the critical
next step in the diversity jour-
ney.”

In these circumstances, how
can real change come about?
“Change, with pace, can’t hap-
pen organically – it needs fo-
cused planning and action,”
she adds. “Many organisations

are starting by setting internal
targets for change. Our Mak-
ing the Change Count study of
female representation in finan-
cial services identified that
more than a third of respond-
ent organisations are now set-
ting targets for senior represen-
tation. More advanced organi-
sations are setting further tar-
gets by function, to address the
challenge of better senior rep-
resentation in commercial as
well as specialist decision-mak-
ing roles.”

But there are hopeful signs.
“We are now seeing long-
er-term succession planning,
with many organisations carry-
ing out diversity gap analyses
in the senior pipeline and put-
ting in earlier interventions
through ‘building or buying in’
talent to ensure better readi-
ness as roles are replaced in the
future.

“Achieving balance at the
most senior decision-making
levels is also being driven by ex-
ternal forces, with initiatives
such as the Govern-
ment-backed review, Balance
for Better Business, outlining
targets for balance on boards
of listed organisations and sig-
nalling targets for senior lead-
ership as a potential next step.”

TheUK is
a bit further

along than Ireland,
but things are
changing

ASpecialReport

People of a
certain age

do face uphill strug-
gles. There is a
policy and public
campaign required

Gender-balancingforbetterbusiness

■Why do organisations
continue to try to push people
out when they are 65 and
youngerwhen they still have
much to contribute?

‘‘

‘‘

Fighting
ageism
inthe
workplace
Biasagainstolderworkers canbe
overlooked in thediversity and inclusion
debate

■Many organisations are
starting by setting internal
targets for change
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HOW DO YOU DELIVER THE EQUIPMENT
FOR TOP EVENTS? IN CUSTOM-SIZED BOXES.
THAT IS LOGISTICS.

With us, you’re part of a diverse team of
colleagues who will support your personal
growth. We count on you and you can count
on us. Ranked in Ireland’s top 10 Best Large
Workplaces, we know the value of giving
an excellent employee experience. To every
employee. Every time. kncareers.com

PETERMcGUIRE

Diversity is no longer just a po-
lite buzzword for most Irish
companies. Good workplaces
are changing: women are no
longer willing to tolerate a lack
of fair treatment or promotion-
al opportunities, the faces in
the office are not all white and
companies are more keen than
ever before to embrace and sup-
port their LGBTI+ staff.

“We’ve moved beyond
‘tolerance’, which denotes
‘putting up with’ difference,”
says Paula Lonergan, an organi-
sational development consult-
ant specialising in workplace
wellbeing and resilience with
Irish Times Training. “Organi-
sations are shifting towards ap-
preciating diversity at all lev-
els.”

It’s not just about good op-
tics, either: diverse workplaces
produce diverse – and relevant
– ideas. Getting it right, howev-
er, is important: if it’s not
thought through, there’s a risk
that companies will, inadvert-
ently or not, patronise or insult
their workforce. Increasingly,
there is a need for specialists to
ensure they are following best
practice. But what is best prac-
tice and how do companies get
it right?

“We are seeing more compa-

nies hiring D&I managers or
co-ordinators, and they will
usually have formal knowledge
that they acquired through a
designated course or learning
programme,” says Lonergan.
“These courses are usually di-
rected at people with high lev-
els of experience.”

Irish Times Training is one
of the providers offering cours-
es in D&I, with Open Minds,
the Irish Centre for Diversity
and EY being among some of
the other providers. Many com-
panies, especially larger busi-
nesses, run internal courses for
staff.

In 2018, Dr Linda Yang
joined the UCD College of Busi-
ness, where she offers dedicat-
ed intercultural support for all
faculty and staff members. She
is also the programme leader
for the intercultural develop-
ment programme for all post-
graduate students at Smurfit
Graduate Business School. Her
experience is instructive not
just for higher education, but
for all workplace environ-
ments.

“Ireland is the European
hub for over 1,000 leading mul-
tinational companies,” she
says. “Immigration and demo-
graphic changes have made Ire-
land more diverse than ever be-
fore. The number of interna-

tional students in Irish higher
education institutions has
more than doubled since 2010,
and it will keep increasing. We
need to consider diversity and
inclusion and also provide sup-
port for faculty and staff to de-

velop their cultural compe-
tence.”

A study carried out by Yang,
with academic colleagues,
showed that the aims of interna-
tionalisation – gaining global
outlook, developing intercul-
tural competence, working in
multicultural teams and so on –
are not being realised by sim-
ply increasing participation
rates in study abroad pro-
grammes. And it’s not just
about being inclusive – every-
one benefits from diverse and
inclusive teams at work, and

D&I adds value to a business.
“The most recent Culture at

Work global survey shows that
intercultural skills and compe-
tencies are of key importance
to employers,” says Yang. “Do-
mestic students, however, are
not maximising the benefit of
living, working and studying in
an international environment
and international students ex-
perience limited meaningful in-
teractions with domestic stu-
dents.”

Companies tend to come for
training either because issues

of discrimination have arisen
or because they want to future-
proof their organisation, says
Lonergan. “I have also been ap-
proached by smaller organisa-
tions who might have encoun-
tered an issue with diversity
and inclusion, or who wish to re-
write their policies to embed it
across their entire hierarchy
and management structure.”

Prejudiceorpreconceptions
What exactly do these courses
include? None of us are without
prejudice or preconceptions,

but being aware of them – and
challenging ourselves on them
– is vital.

“The first thing people have
to approach is taking the uncon-
scious bias and make it con-
scious,” says Lonergan. “I ask
them what our motivations are
and why this is important to
them. Is it about public image
or is it about their deep-seated
values. Cultural competency –
such as knowing a little about
India if you have a few employ-
ees from India – isn’t enough
anymore, and it can easily lead

to stereotyping. Appreciating
and harnessing difference is
more important.”

For a busy manager, is D&I
training really worth the ef-
fort? “The upshot is a creative
environment where employees
are safe to be themselves; it
means a person is not afraid to
open their mouth, and they can
speak and know they will be lis-
tened to,” Lonergan says.
“CEOs and leaders know that
this is the way forward and
managers who listen have had
higher levels of success.”

■ “We’vemoved beyond ‘tolerance’, which denotes ‘putting upwith’ difference.” PHOTOGRAPH: ISTOCK

Diversity & Inclusion

The first
thing people

have to approach is
taking the uncon-
scious bias and
make it conscious

In2012,Mercertookastep
backanddecidedtotakean
in-depthlookatthestatusof
womenintheconsultancy
firm.Itwasthestartofa
five-yearjourneytowards
genderparity,improvingthe
pipelineoftalentand,
ultimately,attainingEDGE
(EconomicDividendsfor
GenderEquality),theleading
globalassessment
methodologyandcertification
standardforgenderequality.
Educationandtrainingwere
vitalpartsoftheprocess.
“Weturnedourown

expertiseinwardandlooked
closelyatthestatusof
inclusionforwomenatour
ownfirm,”saysMartine
Ferland,presidentandchief
executiveatMercer.“Using
ourclient-facingworkforce
analytics,weexaminedour
owndataandfoundthat,like
many,wetoowerestruggling
withrepresentationandpay.
Onceweidentifiedourissues,
leadershipcommittedtoaD&I
strategyand,importantly,took
accountabilityforensuring
change.
“Ourstrategy

predominantlyfocusedon
continuous‘implicitand
explicitbias’trainingforour
managersinordertomitigate
skewedpayand
representation.Wealso
helpedmanagersrecognize
biasinrealtimeandshowed
themhowtostripbiasfrom
recruitment,talent
developmentand
performancemanagement.
Whilewestillhaveworktodo,
wehaveshapedpositive
internalchangeandhave
becomemoreempathetic
partnerswithourD&Iclients.”

ASpecialReport

‘‘

Education
keyto
successful
inclusion
strategy
Companiesare increasingly turning to
specialists toensure theyare following
bestpractice

MercerWhen
womenthrive
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