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1. DEI Business Case: How to Communicate its Organizational Significance.

2. Bias Awareness & Action: How to Identify and Mitigate Bias.

3. Inclusion Strategies: How to Empower Workplace Environments.

4. HR's Role in Driving DEI results and building High Performance Teams  



AGENDA

1. DEI Business Case: How to Communicate its Organizational Significance.



CHANGE IS ON THE RISE
VOLUME OF PLANNED CHANGES

PAST 12 MONTHS, 2016 AND 2022 COMPARED

Source:2016 Gartner HR Changes Readiness Survey, 2022 Gartner Worksforce Change Survey
N= 305 organizations, N= 3548 Employees
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WE NEED MORE PERSPECTIVES TO MAKE 
BETTER DECISIONS   

I C E B E R G  O F  D I V E R S I T Y

ABOVE TJE 
WATELINE  

BELOW THE  
WATERLINE



WHY DIVERSITY MATTERS: 
THE LINK BETWEEN VARIED PERSPECTIVES AND 
GREAT BUSINESS RESULTS

Studies across the world show diversity is both morally right and a smart 
strategic business decision, leading to better performance and competitive 
edge: 

• ENHANCED INNOVATION AND CREATIVITY 

• BETTER DECISION-MAKING 

• INCREASED MARKET SHARE AND CUSTOMER SATISFACTION 

• ATTRACTING AND RETAINING TALENT 

• FINANCIAL PERFORMANCE 

 
 

Sources: McKinsey Diversity Matters (2015, 2018, 2020, 2023), Glassdoor (2014),  Deloitte (2022), Boston Consulting Group, (2018), Center for Talent Innovation 
(2013), EEOC (2016),Credit Suisse (2016), PwC (2019), HBR (2016)



YOU DO YOUR BEST WORK 
WHEN YOU ARE SLIGHTLY 
UNCOMFORTABLE

DIVERSITY BRINGS 

CREATIVITY 
INNOVATION

EMPATHY 

. .  YET YOUR BRAIN DOES 
NOT REALLY WANT THAT 

in homogenous teams…

You feel more effective  

You have more self-confidence



       
       
       
       
       
       
       
       
       
       
       
       

Source: Philips, Liljenquist & Neale,  2009

UNDERSTANDING THE MECHANISMS: 
DIVERSITY WORKS…  BUT IT MAY NOT FEEL LIKE IT

TO WHAT EXTENT DO WE UNCONSCIOUSLY 
CHOOSE AND PROMOTE COLLEAGUES WHO 
FIT THE PREVAILING NORMS OF THE 
TEAM/ORGANIZATION? 

HR AS A CHALLENGER



HIRE FOR CULTURE 
ADD, NOT CULTURE 
FIT

DO NOT FOCUS ON WHETHER SOMEONE FITS 
WITHIN YOUR ORGANIZATIONAL STRUCTURE 
BUT ON THE WAYS IN WHICH SOMEONE CAN 
CONTRIBUTE TO IT TO BOOST RESULTS.
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2.   Bias Awareness & Action: Identifying and Mitigating Bias.



Y O U  M A K E  1 0 0 . 0 0 0 +  D E C I S I O N S  A  D A Y

9 5 %  U N C O N S C I O U S ,  A U T O M A T I C ,  Y O U  A R E  N O T  E V E N  A W A R E  O F  T H E S E

5% OF YOUR DECISIONS ARE CONSCIOUS







  55%   

 

  38%    

  7 %  

W H A T  T R I G G E R S  

B I A S ?  



7,4 SECONDS 

TIME A RECRUITER 
SCANS A CV



Politieke 
opvattingen 

Drijfveren

Competenties 

WE BRENGEN ALLEMAAL DIVERSITEIT  
FORMAL:
• Performance Appraisal Reviews 

(appraisals, salary & bonus decisions)
• Career Development  
• Recruitment decisions

INFORMAL:
• Tasks and project allocation
• Feedback
• Mentoring/Sponsoring



• POSITIVE BIAS TOWARD 
THE NORM GROUP

• NEGATIVE BIAS TOWARD 
THOSE WHO BRING 
DIVERSITY 

THE IMPACT OF UNCONSCIOUS BIAS



HOW WE UNCONSCIOUSLY LOOK, DECIDE, AND ACT 

Bron: Asma (2024)

WHAT YOU SAY HOW YOU LOOK 

E X P E R I E N C E A G E

E X P E R T I S E E T H N I C I T Y

A R G U M E N TAT I O N G E N D E R

C A PA B I L I T I E S P H Y S I C A L   

K N O W L E G D E B O D Y  W E I G H T,   
A C C E N T



31%

63%

2%

54%

4%

12%

21%

PERFORMANCE FEEDBACK: PERSONALITY FEEDBACK BY GENDER  

WOMEN MEN  

Source: Language Bias in Performance Feedback, 2024, Textio

88% of high-
performing 
women receive 
negative 
feedback about 
their personality 
compared to 
12% of men.



BIAS IN JOB PERFORMANCE FEEDBACK

Age bias:

Individuals up to the age of 40 are described as 
ambitious 2.5x more often.

Source: Bias in Performance Feedback, Textio (2022) 



D E  E C H T E  

U I T D A G I N G  

V A N  B I A S

1 8 8  B I A S E S  

H E T  P R O B L E E M  I S  N I E T  
D A T  J E  B I A S E D  B E N T ,  

H E T  P R O B L E E M  I S  D A T  W E   

D E N K E N  D A T  
W E  N I E T  

B I A S E D  Z I J N  



T W O  W A Y S  T O  T A C K L E  
B I A S
H o w  d o  w e  m a k e  i t e a s i e r t o
d o  t h e r i g h t  t h i n g ?  

1 . EQUALITY  BY DESIGN
T A K I N G  B I A S  O U T  O F  Y O U R  
P R O C E S S E S :  R E C R U I T M E N T ,  
S E L E C T I O N S ,  A P P R A I S A L S ,  D E C I S I O N  
M A K I N G ,  D A I L Y  T E A M  H A B I T S

2 . INCLUSION 
I T  I S  E A S I E R  T O  R E C O G N I Z E  B I A S  I N  
O T H E R S  T H A N  I T  I S  T O  R E A L I Z E  O N E ' S  
O W N  B I A S .

 



1. EQUALITY BY DESIGN

SEATBELT METHODE 

FAIR AND TRANSPARENT  

PREDICTABLE

SAME FOR ALL



I N  W H I C H  O F  T H E S E  8  A R E A S  C O U L D Y O U R  
C O M P A NY  I M P R O V E  T O  E L I M I N A T E B I A S ?   

1 . I N C L U S I VE C U L T U R E
 
2 . R E C R U I T M E NT  &  S E L E C TI O N  

3 . O N B O A R D I N G

4 . D A I L Y  I N T E R A C T I ON S

5 .  A P P R A I S A LS
 
6 .  P A Y  G A P
 
7 .  P R O M O T I O N S
 
8 .  D E C I S I O N  M A K I N G

O n l y  3 8 %  o f  e m p l o y e es  t h i n k  H R  p r o c e s s e s  a r e  f a i r .
S o u r c e :  G a r t n e r ,  2 0 2 3



I N  W H I C H  O F  T H E S E  8  A R E A S  C O U L D Y O U R  
C O M P A NY  I M P R O V E  T O  E L I M I N A T E B I A S ?   

1 . I N C L U S I VE C U L T U R E
 
2 . R E C R U I T M E NT  &  S E L E C TI O N   1 2 %

3 . O N B O A R D I N G

4 . D A I L Y  I N T E R A C T I ON S 1 %

5 .  A P P R A I S A LS  2 %
 
6 .  P A Y  G A P
 
7 .  P R O M O T I O N S  1 %
 
8 .  D E C I S I O N  M A K I N G  7 %

 
S o u r c e :  G a r t n e r ,  2 0 2 4



AGENDA

3.   Inclusion Strategies: Empowering Workplace Environments.

 



Strictly confidential - for internal use only. Do not share or forward.

Increasing gap of change volume and
employee willingness to adapt
The transformation deficit 

Source:2016 Gartner HR Changes Readiness Survey, 2022 
Gartner Worksforce Change Survey
N= 305 organizations, N= 3548 Employees
N= 6686 Employees, 2016 and 2022 Gartner Priotities Surevy

2016 2022
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2
43%

74%

CHANGE VOLUME 

EMPLOYEE WILLINGNESS

MOST IMPORTANT 
PREDICTORS FOR THE GAP

1. Misalignment of work goals
2. Unproductive Manager Interactions
3. Lack of Manager Self Awareness
4. Absence of Upward Empathy 

Inclusive Leadership



The human bra in 
g ives  pr ior i ty  to   
process ing soc ia l  

informat ion.  
 

INCLUSION/EXCLUSION IS  ALWAYS PICKED UP BY 

YOUR BRAIN –  E X C L U S I O N  M A K E S  Y O U  L E S S  C A P A B L E



WHAT IS INCLUSION 

ABOUT? 

 

• INVOLVEMENT WITH THE OTHERS IN THE 
TEAM

• SHARE IN GROUP DECISIONS

• FEEL RESPECTED AND VALUED

• PSYCHOLOGICAL SAFETY

Enterprise contribution of talents rise 35% when they experience a 
culture of recognition and inclusion.
Source: Gartner, 2024



T H E  E F F E C T S  O F  E X C L U S I O N  

T h e  b r a i n  c a n  n o  l o n g e r  f u n c t i o n  o p t i m a l l y .  Y o u r  
b r a i n p o w e r  " f r e e z e s . ”

1 . R e d u c e d  i n t e l l i g e n t  t h o u g h t  a n d  r e a s o n i n g

2 . R e d u c e d  p r o - s o c i a l  b e h a v i o r

3 . I n c r e a s e d  s e l f - d e f e a t i n g  b e h a v i o r  
–  m o r e  i r r a t i o n a l ,  f o o l i s h  a n d  r i s k y  b e h a v i o r

4 . I m p a i r e d  s e l f - r e g u l a t i o n  
–  l e s s  s e l f - c o n t r o l ,  m o r e  e a s i l y  f r u s t r a t e d

5 . L e s s  s e n s e  o f  w e l l - b e i n g ,  b u r n o u t ,  3 0 %  i n c r e a s e d  
c h a n c e  o f  e a r l y  d e a t h  

Sources: Twenge (2002, 2007), Baumeisters (2003), Grant (2013), Stenseng (2014), Holt-Lunstad (2015)



EMOTIONAL PAIN = PHYSICAL PAIN

Source: Naomi Eisenberger, UCLA (2017)
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4.  HR's Role in Driving DEI results and building High Performance Teams  



WHY HR NEEDS TO CHALLENGE: 
POWER SHIFTS HOW YOU SEE THINGS 

 
Power makes you 
• less accurate in judging the emotions of people with 

lower status
• more daring in your leadership and less caring
• more self-focused 
and 
• can dampen your ability to empathize with others

Source: Rock, McEnroe, HBR, (2023) 



CAN WE SPOT UNSAFETY?

Examples of lack of respect or permission: 

• Few people speak
• Not asking questions, not asking for examples, 

no questions for more clarity
• Little or no discussion
• Other opinions get no attention
• Other opinions play little or no role in the 

decisions



K E Y  T A K E - A W A Y S

• E m b r a c i n g  d i v e r s i t y  a n d  i n c l u s i o n  i s  b o t h  a  
m o r a l  o b l i g a t i o n  a n d  a  s t r a t e g i c  b u s i n e s s  
d e c i s i o n  t h a t  e n h a n c e s  p e r f o r m a n c e  a n d  
c o m p e t i t i v e  a d v a n t a g e .  F o c u s  o n  h i r i n g  f o r  
c u l t u r e  a d d ,  n o t  j u s t  c u l t u r e  f i t .

• C h a n g e  i s  a  P r o c e s s :  C o n t i n u o u s l y  m e a s u r e  
p r o g r e s s  t o w a r d s  b e c o m i n g  a  m o r e  d i v e r s e  a n d  
i n c l u s i v e  o r g a n i z a t i o n  a n d  H R  d e p a r t m e n t .

• U p d a t e  H R  p r o c e s s e s  t o  r e d u c e  b i a s ,  i n c r e a s e  
f a i r n e s s ,  a n d  b o o s t  m o t i v a t i o n  w i t h i n  t h e  
o r g a n i z a t i o n .

• E n s u r e  H R  i s  p r e p a r e d  t o  c h a l l e n g e  a n d  
s u p p o r t  l i n e  m a n a g e m e n t  a n d  t e a m s  i n  
f o s t e r i n g  a n  i n c l u s i v e  e n v i r o n m e n t .

• P r o v i d e  t e a m s  i n  t h e  b u s i n e s s  w i t h  H R  
g u i d a n c e ,  p r a c t i c a l  t o o l s  a n d  i n s i g h t s  t o  f o s t e r  
i n c l u s i v i t y  e f f e c t i v e l y .   
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https://www.esthermollema.nl/van-weerstand-naar-winst-de-onbenutte-kracht-van-diversiteit-in-organisaties/
https://www.esthermollema.nl/van-weerstand-naar-winst-de-onbenutte-kracht-van-diversiteit-in-organisaties/
https://www.esthermollema.nl/en/from-resistance-to-gain-the-untapped-power-of-diversity-in-organizations/
https://www.esthermollema.nl/en/from-resistance-to-gain-the-untapped-power-of-diversity-in-organizations/
https://www.esthermollema.nl/twee-benen-van-goed-leiderschap/
https://www.esthermollema.nl/twee-benen-van-goed-leiderschap/
https://www.esthermollema.nl/en/the-two-legs-of-good-leadership/
https://www.esthermollema.nl/en/the-two-legs-of-good-leadership/
https://www.esthermollema.nl/diversiteit-inclusie-en-gelijkheid-verander-niet-de-mensen-maar-verbeter-de-processen/
https://www.esthermollema.nl/diversiteit-inclusie-en-gelijkheid-verander-niet-de-mensen-maar-verbeter-de-processen/
https://www.esthermollema.nl/diversiteit-inclusie-en-gelijkheid-verander-niet-de-mensen-maar-verbeter-de-processen/
https://www.esthermollema.nl/en/diversity-inclusion-and-equality-dont-change-the-people-improve-the-processes/
https://www.esthermollema.nl/en/diversity-inclusion-and-equality-dont-change-the-people-improve-the-processes/
mailto:MOLLEMA@DIR.NL


ARTWORK USED IN POWERPOINT

Most of the artwork I use come from these artists I admire: 

@terri_froelich_art
@johnmckieart
@benlewisgilesart
@scottbergeyart
@ohikamagaly
Michael Marrero
AirbnB commercial
Marc Bourlier
Jean-Michel Basquiat
Loui Jover
@chadlittleart 
Rune Guneriussen
@peakchari
Darian Mederos
Wes Naman
Loui Jover
Kelsey Howard
@katjaleibenathpaintings


	Dia 1
	Dia 2
	Dia 3
	Dia 4
	Dia 5
	Dia 6
	Dia 7
	Dia 8
	Dia 9
	Dia 10
	Dia 11
	Dia 12
	Dia 13
	Dia 14
	Dia 15
	Dia 16
	Dia 17
	Dia 18
	Dia 19
	Dia 20
	Dia 21
	Dia 22
	Dia 23
	Dia 24
	Dia 25
	Dia 26
	Dia 27
	Dia 28
	Dia 29
	Dia 30
	Dia 31
	Dia 32
	Dia 33
	Dia 34
	Dia 35
	Dia 36
	Dia 37

