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Green Park 
Insights

Green Park Data House1

Global Talent Advisor Placements (apex. 1000 senior roles p/a)2

Race Equality Matters 
(CIC) (3000 companies, 1,500 Network Chairs and 3.5 m people)
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Academic Advisory Board 

Partnerships and Networks

DICE Consultancy Practice

Lived Experience

8 Green Park Foundation

Presenter Notes
Presentation Notes
Green Park Data House – Data collected from multiple GP systems including; role profiles, surveys, leadership assessments, Business Leaders Index and much more.
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Current Situation
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6.6% of all Fortune 
500 companies 
have women as 
their CEOs.

Source:Fortune

Employment rate for 
black and minority 
ethnic (BME) groups 
is only 62.8% 
compared with an 
employment rate for 
White workers of 
75.6%

Source: Race in the 
workplace: The 
McGregor-Smith 
Review, 2017

1 in 8 of the 
working age 
population are from 
an ethnic minority 
background, yet 
these individuals 
make up only 10% 
of the workforce 
and hold only 6% of 
top management 
positions

Source: The Parker 
Review, 2016

90% of companies 
claim to prioritize 
diversity, only 4% 
consider disability 
in those initiatives.

Source:Harvard 
Business Review

Minority groups 
only take 6% of 
high-level positions 
in the public sector.

Source:BITC

2021 Carnegie UK 
report entitled ‘Race 
Inequality in the 
Workforce’ outlined 
that millennials from 
ethnic minority 
backgrounds were 
58% more likely than 
white counterparts to 
be unemployed

What the research says….

World 
Bank estimates that 
there are more 
than one billion 
people worldwide –
around 15% of the 
population – living 
with a disability.

In higher managerial 
and professional 
occupations, people 
from privileged 
backgrounds in elite 
occupations earn on 
average 16% more 
than colleagues from 
working-class 
backgrounds

Source:

Daniel Laurison and 
Sam Friedman

More than a third of 
LGBT staff (35%) 
have hidden that they 
are LGBT at work for 
fear of discrimination.

Source: LGBT in 
Britain – Work 
(2018).

Female FTSE Board 
Report 2022 reveals 
that ten companies in 
the FTSE 100 have 
30% or less female 
representation. And, 
out of the 413 
directorships held by 
women across the 
FTSE 100, just nine 
were CEOs, 18 were 
Chairs, and 377 were 
NEDs

Presenter Notes
Presentation Notes
https://hbr.org/2020

https://igpp.org.uk/event/Race%20Inclusion%20and%20Diversity%20in%20the%20

https://ukdataservice.ac.uk/

case-study/the-class-ceiling-social-mobility-and-why-it-pays-to-be-privileged/Workplace%202022/03/do-your-di-efforts-include-people-with-disabilities

https://www.stonewall.o

https://www.cranfield.ac.uk/som/press/alarming-lack-of-women-in-executive-roles-despite-ftse-350-improving-boardroom-gender-diversity#:~:text=The%20Female%20FTSE%20Board%20Report,Chairs%2C%20and%20377%20were%20NEDs.rg.uk/media/lgbt-facts-and-figures

https://www.worldbank.org/en/topic/disability
https://www.stonewall.org.uk/lgbt-britain-work-report
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What is working well

M&C Saatchi

Their Focus: 

Unify HR policies and procedures and create 
an overarching culture and people strategy. 
Looking to bring in new talent.

Green Park Solution: 

Shortlist of Diverse Candidates which were 
able to influence at a Senior Leader level to 
bring about change.

When organisations identify they need to 
make a change and act on it.
When data is collect on diversity, base lines 
are created, and a plan is developed to track 
and act upon the findings.

When there is clear allyship and advocacy 
across the organisation.
Where diversity and inclusion is everyone's 
business.
Where recruitment and selection processes 
are scrutinized for bias and changes are put 
in place.

Where diversity is embraced, not an add on.
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Where we need to 
improve

The role of data*1

Accountability and Goal Setting*2

Commitment  and Advocacy3

4

5

6

7

Embed rather than isolate

Progression throughout, remove career cycle glass ceilings

Development of sustainable plans – future focus

Search, Select and Recruitment Processes

Culture Fit to Culture Add*8

Presenter Notes
Presentation Notes
The role of data – don’t just collect it, do something with it – identify areas of risk and act.
Accountability & Goal setting (introduces one of your slides) – part of renumeration? Senior leaders objectives
Commitment and Advocacy  – even when there is economic challenges, stopping initiatives sends a terrible message to employees and stakeholders
Embed – rather than isolate – ED&I doesn’t sit in a department, it needs to be embedded in the organisations DNA and Culture
Progression – not glass ceiling – there is no point in focusing solely on one part of the career life cycle, i.e. entry point, you need to commit to supporting and progressing people through and retaining them.
Development of sustainable plans – don’t plan for the next 12 months, you need to be planning 18ths-2years ahead.
Search, Select and Recruit – AI influence and Human Bias
Culture Fit to Culture Add – (introduces one of your slide) change what we look for and how we position it 
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Data collection is not progress

Current Analysis  Paralysis

1. 3 month no progress rule

2. DEI as a brand and marketing 
tool to justify spend

Future

1. Analysis for customer, staff 
and community evidence of 
progress

2. Data for regulators, investors 
and as a proxy for 
management capability to 
deliver

3. DEI & CSG to bring peoples 
mindset closer.

Market Proportionality 
B4 Pipelining

EVP Perception Differences

Customer, Staff, Community –
Concordance

Internal justification through 
disparity data – Numbers not %

Showing that you are not doing 
the same thing, with the same 
people and expecting more 
diversity.
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Goal Setting

The Role of 
Chair, CEO  , 

CPO, CSG 
Lead & DEI 

Director 

Metrics & 
Goal 

Setting 

Sanctions , 
Status and 
Leadership 

Value

Credibly 
Dealing with 
Disparities 

Accountability

How

Representation

Education

Development 

Community 

What 

How do we show 
Progress ? 

What impact do 
stakeholders care 

about ?

Are we more or 
less trusted ?

Who Cares ? 

Staff

Customers

Regulators

Investors 

Markets

Community 
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Recruiting and 
Promotion

Culture Add not 
Culture Fit

Find a Critical Friend1

HR Group think is accelerating attitudes that are seen as negative, 
tokenistic and potentially dangerous2

Name Blind CV’s – will bias that is hidden in the process simply 
resurface later3

4 Executive sponsorship – viewed as performative no executive presence 
or commitment
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The Future
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Worst case scenario

Equality, Diversity and Inclusion gets deprioritised

Diversity reporting isn’t continued or/and data isn’t shared

Organisations loose great talent to other organisations

Lack of authenticity and build of distrust in brand

Organisations miss out on ideas which could have protected, built and accelerated 
growth, due to group think

Artificial Intelligence in selection processes isn’t retrained

Presenter Notes
Presentation Notes
Corporations identified as more diverse and inclusive are 35% more likely to outperform their competitors. (McKinsey)
Diverse companies are 70% more likely to capture new markets. (HBR)
Diverse teams are 87% better at making decisions. (People Management)
Diverse management teams lead to 19% higher revenue. (BCG)
Companies employing an equal number of men and women manage to produce up to 41% higher revenue. (Clear Company)
The GDP could increase 26% by equally diversifying the workforce. (McKinsey)
Gender-diverse companies are 15% more likely to notice higher financial returns. (McKinsey)
40% of people believe there is a double standard against women. (Clear Company)
Only 23% of C-Suites are made up of women. (Women in the Workplace)
2 out of 3 job candidates seek companies that have diverse workforces. (Glassdoor)
74% of millennial employees believe their organization is more innovative when it has a culture of inclusion, and 47% actively look for diversity and inclusion when sizing up potential employers. (Deloitte)
78% of employees who responded to a Harvard Business Review study said they work at organizations that lack diversity in leadership positions. (HBR)
45% of American workers experienced discrimination and/or harassment in the past year. (Gallup)
Inclusive companies are 1.7 times more likely to be innovative. (Josh Bersin)
Inclusive companies get 2.3 times more cash flow per employee. (Josh Bersin)
Millennials are 83% more likely to be engaged at work at inclusive companies. (Deloitte)
COVID-19 has exacerbated the already uneven work equity gaps. Women’s jobs are 1.8 times more vulnerable to this crisis than men’s jobs. Women make up 39% of global employment but account for 54% of overall job losses. (McKinsey)
69% of executives rate diversity and inclusion as an important issue. (Glassdoor)



Source: https://www.instride.com/insights/workplace-diversity-and-inclusion-statistics/
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Guessing that diverse candidates may not be looking for anything 
different..

…you don’t know and neither do your competitors, and worse still neither do the Head-
hunters who left it to late to understand diversity. 
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Cultural change as the accelerator of internal advocacy & EVP 

Diversity as a  renewable fuel for competitive advantage  

Be Brave  - have big ideas

Intersectional inclusion as the engine for productivity 
Recruitment, Retention and Improvement seen as 

Equitable and Fair 
(Care or Recruitment Audit)   

Inclusion + Engagement = Productivity

Reality of cultural perceptions 
Critical friend audits

UK Diversity is a renewable fuel, Intersectional 
inclusion as the engine that drives productivity

DEI as a Leadership competence Evidence of changing practices should be linked to real 
model appointments and developments Hiring on Culture add not culture fit 

The courage to measure culture and have a target 
operating culture – knowing that is can never be 

experienced universally 

Innovation Customer & market empathy New commercial perspectives Public Trust A better choice of new Talent and 
internal mobility
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Offering a solution

Board prioritisation

Goal setting and accountability

Culture Add not Culture Fit

Recruitment and selection processes scrutinised

Data capture equals informed Action Plan

Increased allyship

From Pay Opportunity to Career Equity

Long-term achievable plans
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Thank you 
for 
listening

Change 
Agent

Trusted 
Advisor

Critical Friend

Talent 
Finder Diversity 

Doctor

Connector
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