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Agility in Mind works with ambitious organisations facing challenges because of 
their successful growth. We have impact through shifting the mindsets of all those 
within the organisation, so that they can respond more dynamically to changes in 
the environment in which they operate. The outcome is a business that culturally 
believes they can own and create their own future and deliver on the promises they 
make to customers, employees and shareholders.
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Building a truly diverse and inclusive culture presents its 
challenges as do other exercises in organisational change. 
Legal requirements mandating gender pay gap reporting 
have led to some progress, yet the failure to implement 
similar measures on ethnicity pay gap reporting are 
disappointing. However, inclusivity goes so much further 
than this which is why we’ve asked business leaders about 
the kinds of initiatives that are making the most impact for 
them, as well as providing guidance on how to implement 
them in your own organisation. 

Businesses all sit somewhere on the path to diversity and 
inclusion, facing pressure from stakeholders, employees 
and customers to build a workforce which is representative 
of our society. While the business case for this end is clear, 
and many well-intentioned leaders have pledges and 
goals to reach it, many struggle to create the type of top-
down organisational change that can help them to be 
successful. Agility in Mind is providing a framework for this 
transition so that business leaders can implement positive 
and meaningful changes with genuine impact.

As businesses around the UK largely move from survival 
mode to growth strategies, leaders must take the time to 
design an inclusivity infrastructure that can boost retention 
by keeping staff happy and aligned with organisational 
growth. Key to this is creating a positive culture which 
improves productivity and performance as it scales. 
This report will give readers the keys to empowering 
their workforce and helping their organisation thrive 
commercially and ethically.

Andrew Jones 
CEO, Agility in Mind

Michelle Meakin
Business Services Director, Agility in Mind

Toby Mildon 
Diversity and Inclusion Architect
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The Business Case for Diversity

The Wall Street Journal’s first corporate ranking that examined diversity and 
inclusion among S&P 500 companies concludes that, “Diverse and inclusive 
cultures are providing companies with a competitive edge over their peers.” The 
Journal’s researchers’ work joins an ever-growing list of studies by economists, 
demographers, and research firms confirming that socially diverse groups are 
more innovative and productive than homogeneous groups.

Business leaders are largely aware of the business case for diversity which has been 
discussed widely over the last few years. It is to the credit of those forums that this view is 
now firmly embedded within the business and public domains with many business leaders 
agreeing diversity initiatives are important both because building an inclusive workforce 
is the right thing to do, and because they are more effective. 

Whilst over a third of the business decision makers surveyed by global research partner, 
Censuswide, in a collaborative project with Agility in Mind agreed that implemented 
DEI initiatives were the right thing to do, large numbers also recognised the benefits for 
retention and responsiveness to problems that may arise. Nearly a quarter also believed 
diversity and inclusion initiatives helped their business promote a better understanding of 
their customer base. 

Yet despite many business decision makers recognising the importance of DEI initiatives 
both from a practical and moral perspective, there was also a self-recognised need for 
improvement when implementing such policies. In many cases, managers recognise the 
value of such initiatives but claim that they are struggling to implement truly impactful 
policies: 

30% believe lack of knowledge regarding the 
importance and value of DEI initiatives holds 
them back from having the desired impact

A further quarter (25%) believe it is employees 
and managers not being completely on board 

Over a quarter (26%) believe it is lack of 
awareness regarding how companywide 
changes can be implemented 

Awareness of diversity and active attempts to improve diversity are irrefutably good 
things.  But what competitive advantages does an inclusive workforce bring and how 
does an organisation build this ethos into its core?

What reasons, if any, do you 
think hold DEI initiatives and 
policies back from having the 
desired impact?
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Diversity and Inclusion: It makes 
business agility sense 

1. Creating propositions, products and services from 
multiple points of view means products and services 
have broad appeal.

You’ve heard the tale of the US Government not 
testing the impact of a car crash on a belt-restrained 
female dummy until 2012. According to the University 
of Virginia Center for Applied Biomechanics, this 
means that female drivers involved in crashes had a 
47% greater chance of serious injury than their male 
counterparts and a 71% higher chance of moderate 
injury.

This is just one example of why creating propositions, 
products, and services from multiple points of 
view means that they will be suitable for a wider 
audience. We must strive to recognise the huge 
benefits of viewpoint diversity - improved access to 
services, goods and products must be coupled with 
individuals who understand and reflect the diversity 
of the consumer. Inclusive design from the outset is 
something that can set up organisations to respond to 
a diverse set of viewpoints.

There are a plethora of reasons why prioritising diversity and inclusion is fundamental 
for achieving business agility. Here are our top three:
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3. Making change happen inclusively, not just 
as an HR initiative, means it is more likely to be 
adopted.

Making change happen inclusively, not just as an 
HR initiative, means it is more likely to be adopted. 
Taking a multidisciplinary approach to this, 
that is people from all parts of the organisation 
rather than it being seen as another HR initiative, 
will affect change more quickly. Not only will 
multiple perspectives be brought to the plan and 
execution, but there will be an extended sense of 
ownership beyond the usual domain of HR.

Adding to this, agile change management – 
taking an incremental and iterative approach – 
means we make change happen in smaller steps, 
learning quickly at each step to inform the next. 
People like to see real results and see them quickly, 
so finding areas of successful adoption and using 
this to build confidence helps to motivate people 
to take on more change.

INCLUSIVE

WHOLE ORGANISATION

AGILE CHANGE 
MANAGEMENT

2. Having the flexibility to respond to changes in 
employee’s circumstance helps to build a culture 
of business agility.

Having the flexibility to respond to changes in an  
employee’s circumstances helps to build a culture 
of business agility. There’s not just the user journey 
of our customers to consider – each one of us has 
a journey through our employer organisation. 
Just because circumstances change, people’s 
contribution to the business should not diminish. 
The knowledge attained by the person during 
their time in the organisation is achieved by 
investment and it makes business sense to retain 
the value of the investment in the organisation.

The best time for organisations to implement 
these cultural changes are as they are scaling, 
to make sure it becomes a part of the core ethos 
of the business rather than a retrospective effort 
further down the line when the company is more 
complex.
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Effective organisational change requires a 
proper change management approach – and 
when it comes to diversity and inclusion, this 
can be missing from the outset. Often, we see 
initiatives that try to fix individuals – such as 
career development programmes for women 
looking at boosting confidence – rather than 
fixing the infrastructure or the systems that 
hold people back in their careers. However, 
to make inclusion part of a company’s DNA, 
there is an urgent need for the whole of an 
organisation to take responsibility for change, 
and to be empowered and involved in every 
step of the process. The journey towards 
equity and inclusive growth should not rest 
solely on the HR department or management 
teams. What an organisation gains from going 
through this process is that this becomes its 
usual way of working. - Toby Mildon, Diversity 
and Inclusion Architect

Company data only goes so far when determining how inclusive or diverse a company 
is. To understand where some of the largest UK companies are, Agility in Mind conducted 
a performance audit analysing the publicly available data on their diversity credentials 
and looked qualitatively at the initiatives offered by the FTSE100. 

A positive initiative is defined as one that is active: this could be employment schemes that 
improve diversity by hiring those from underrepresented backgrounds, initiatives which 
prioritise voices from marginalised or underrepresented groups in key decisions, or policies 
that ensure differences between the lived experiences of employees are accounted for 
when determining day-to-day responsibilities. 

Despite the view from nearly one in five business leaders that the initiatives implemented 
have caused systematic change and that they could not do more, the FTSE100 is plagued 
by variable performance when it comes to positive commitments to diversity and inclusion. 

The multi-faceted nature of inclusion

Current performance of the FTSE100
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Standing out above all was the variability in commitment between companies. Whilst 
almost all had a mission statement that made commitments to diversity and inclusion 
that appeared to surpass the legal requirements put upon them, performances differed 
sharply. 

All or nothing

• 99% of FTSE 100 companies have an inclusive 
mission statement but 41% have no substantial 
initiatives to tackle any of the key areas 
identified

• Nearly one in five (18%) business leaders 
say they have policies that have triggered 
systematic change within their organisation 
and that they couldn’t do more on this topic

• 48% are offering zero to one substantial 
initiative – a significant departure from the 
apparent unity in terms of company values 
almost all espouse 

• Despite this, over a quarter (27%) are living up 
to their mission statements offering initiatives 
across five or more of the key areas identified 

• CEO pay still spiralling with the average 
executive earning 125 times more than the 
average salary of an employee at each 
respective company

• Some executives are paid as much as 1000 
times more than average salary of employees 
at their company 

• Those companies with the worst Glassdoor 
score are also performing worst in terms of 
numbers of DEI initiatives. Of the 16 companies 
with a score of 3.5 or less, just three offers five 
or more initiatives aimed to tackle diversity 
and promote inclusion. The other 13 offers zero 
initiatives 

This variability in performance suggests that some business leaders are either 
unmotivated to implement DEI initiatives, or that they are struggling to do so. 

125x

1000x

CEO AVERAGE PAY COMPARED TO 
EMPLOYEES

EXECUTIVES PAY COMPARED TO 
EMPLOYEES

41%
HAVE NO SUBSTANTIAL INITIATIVES 

TO TACKLE KEY AREAS
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Although progress has been made around the issue of gender equity, there is still work to 
be done. It is certainly a very positive thing that FTSE100 board representation for women is 
rising, yet these findings point to ongoing disparities in pay, as well as the implementation 
of positive action initiatives which will empower women in business moving forward. 

Just 9% of companies 
have a gender pay in 

favour of women

Average gender pay gap 
of the FTSE100 stands 
at 20% (the national 

average is 15%)

97% of FTSE 100 companies now have a female 
on their board. But just 5% have a board 
comprised of more women than men 

Just 8% of FTSE100 CEOs 
are women 

Those 11 companies with a gender pay gap 
either at 0% or in favour of women have a higher 
average Glassdoor score than the remainder of 
the FTSE100 – 3.9 vs an average of 3.6 across the 
board 

46% of FTSE100 companies are still not offering 
any substantial initiative to tackle gender 
inequity despite almost all committing to it in 
their mission statements

Making strides on gender diversity?

Yet over a quarter of the business leaders surveyed said that they ‘could not do more’ 
when it comes to gender equity initiatives  

9% 8% 20% 

3.9 

5% 
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Despite clear and welcome progress across various DEI areas, mental wellbeing and 
neurodiversity initiatives were notably absent in FTSE100 companies. 

Business leaders must keep in mind that building an inclusive workplace involves change 
which will cater to a multitude of different people. Of course, these will not all be captured 
in neat categories but the very fact neurodiversity and mental wellbeing – which impact 
many thousands of people in the UK – are omitted from companies’ DEI policies is a 
worrying sign.

Just four FTSE100 companies offer 
a substantial scheme to empower 
neurodiversity employees  

Yet, again, one in five business leaders 
said they had a range of policies that 
were starting to take effect, and a further 
15% said they could not do more with 
neurodiversity initiatives 

Just one in five (20%) have an initiative 
to tackle mental wellbeing, despite its 
rising prominence as a significant issue in 
recent years and through the pandemic

This compares to the 47% that offer an 
LGBTQIA+ empowerment initiative or are 
accredited by a national association for 
LGBTQIA+ rights 

Neurodiversity: the forgotten initiative 
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Ingrained practices, processes and culture within 
organisations prevent them from responding 
to changes in the wider environment. Our aim 
in working with client organisations is to help 
people change the way they work together and 
to help establish confidence in individuals to 
change their approach.

Diversity of thought, looking at problems from different perspectives, will always lead to 
greater innovation within organisations, so when it comes to frameworks for change, we 
need to place people at the centre. Before making changes, though, let’s acknowledge 
that each organisation is different by nature of its history, its chosen markets, its unique 
products and services, and, above all, the people that make it up. Any framework for 
change needs to be flexible and adaptable to accommodate this diversity.

Agility in Mind inclusive growth 
framework

Describe the characteristics of the diverse and inclusive organisation you want. It’s a great 
way to open things up to the entire organisation because we want single word or short 
phrase descriptions of the organisation we want to be part of. Existing workplace data 
as well as the lived experiences of employees is invaluable here. Don’t jump to implement 
proposed solutions that will not fix the underlying issues facing employees. Drawing 
on employee experience and those aspects that are preventing them from feeling like 
they are respected and empowered within an organisation is key.  We’re beginning with 
inclusivity in mind.

1 Set clear outcomes for change

Rather than this being seen as a single department initiative, creating a multidisciplinary 
team will demonstrate that it’s about the whole organisation and will bring multiple 
perspectives. We want buy-in or a sense of ownership, so that the evidence we are moving 
towards the organisation we desire is in the day-to-day practices of people.

2 Create a multidisciplinary team 

Incremental change means we take small steps, each time creating value for the 
organisation aligned with our outcomes. This means that when we look back, we can see 
cumulative impact without being daunted as we look forward. 

3 Take an incremental approach to change

An iterative approach means that we learn at each step, ensuring that we inspect and 
adapt our approach as we progress. Learning is key. It will always be better to find out 
what works and what doesn’t in small increments than to find a whole programme has 
failed. The agile principles we adopt within change programmes ensure we have this 
insight throughout.

4 Reflect after each step 
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Remember your organisation is unique, 
so merely copying others will not 
necessarily achieve the organisation 
you want to be.

Top tips for an agile approach to 
inclusive change:

Begin with inclusivity in mind, 
bringing a diverse set of views into 
a multidisciplinary team managing 
change.

Set out the characteristics of the 
organisation you want and share a 
clear vision for the future.

Work incrementally, taking small steps 
that achieve real change, aligned 
always with the vision you have.

Iterate, ensuring you learn at each 
step, and share the lessons across the 
organisation.

Make change visible to all so everyone 
knows the progress you’re making.
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Working alongside global research partner, Censuswide, Agility in Mind surveyed 250 
business leaders to explore the challenges they face in implementing meaningful 

diversity and inclusion initiatives. The results were collected in April 2022.
To find out more about how to effect change across an organisation, please contact us 

on:

agility.im
+44 (0)330 043 0143  

 better@agility.im

©Agility in Mind Ltd. 

http://agility.im
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