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DIAL Global brings together D&l change agents to access
powerful connections and knowledge that help achieve work
place diversity & inclusion faster

DIAL Global empowers leaders by facilitating peer-to-peer
learning through thought leading summits, cutting edge
Insights and evaluation tools and the most supportive /
powerful D&l community.
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MCKENZIE DELIS

FOUNDATION

The McKenzie-Delis Foundation is committed to driving insight and
research into how businesses are moving the dial on diversity, equity,
inclusion and belonging in the workplace.

The Foundation looks at the entire eclectic mix of diversity that

deserves to be recognised and explored not just singular facets like
race or gender.



10 Facets of
Diversity

We look at visible and
invisible differences
including race and
ethnicity, age, gender,
sexual orientation,
mental health,
disability,
socioeconomic
background,
nationality, religion,
and parenthood.
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The McKenzie-Delis Packer Review




KEY FINDINGS FROM PARTICIPATING ORGANISATIONS ARE:

04

GENDER

= O

ao
-

Seven in ten (71%)
of participating organisations
report progress against
measurable objectives for
Leadership Team gender
diversity, yet only half (54%)
specify gender diversity in
Leadership Team succession
planning.

RACE AND
ETHNICITY
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Just over
four in ten (43%)
of participating organisations,
report their progress against
measurable objectives for
Leadership Team ethnic
diversity. Over half (56%) have
initiatives for increasing ethnic
diversity in their Leadership
Teams and half (49%) specify

ethnic diversity in Leadership
Team succession planning.

SEXUAL
ORIENTATION

Just under

four in ten (38%)

of participating organisations
gather and monitor data on the
sexual orientation of their
Leadership Teams or internally
share stories of any visible
LGBT role models from the
Leadership Team.

DISABILITY

O
Nine in ten (91%)
of participating organisations
have a process to ensure
employees with disabilities and
long-term conditions have the
adjustments they require at
work. However, only 58% of
participating organisations
have communicated and
engaged with the workforce on
why disability inclusion is
important to the organisation
and 43% do not currently have
senior leaders in each area of
the organisation, ensuring

disability inclusion is factored
into their business strategy.
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AGE AND
GENERATION
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Fewer than

one in five (15%)

of participating organisations
agree they faced issues with
managing age-diversity at
work, or challenges with the
retention and promotion of
older workers.

RELIGION OR BELIEF

87%

of participating organisations
recognise the benefits of a
diverse workforce that includes
a wide range of religions or
beliefs. The results show that
the majority of the
organisations allow for some
religious accommodations in
the workplace, for example,
75% of organisations surveyed
provide a dedicated space or
prayer room for employees.
Just over half of organisations
permit employees to establish
religion or belief networks.

NATIONALITY
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Nearly

eight in ten (77%)

of participating organisations
organisations collect data on

the nationality of employees.
However, some 18% - almost

one in five - do not.

SOCIOECONOMIC
STATUS
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Half (49%)

of participating organisations
actively promote entry-level
roles to young people from
under-represented
backgrounds, yet just one in
five (19%) currently use
contextual recruitment
practices to support applicants
from underperforming schools
and less advantaged
backgrounds. Only 11% of
participating organisations
collect and monitor data on
socioeconomic background.
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MENTAL HEALTH
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In the area of mental health,
nine in ten (92%)

of participating organisations
recognise the importance of
employee mental health in
business success. Eightin
ten participating
organisations (81%) agree
that they have a strong
mental health strategy/plan
for all employees which
includes tackling stigma, and
nearly nine in ten (87%)
provide mental health
training.

PARENTHOOD

92%

of participating organisations
recognise the benefits of
having parents in the
workplace. Yet there is a
gender gap around parental
support. Seven in ten (74)% of
participating organisations
offer an uplift in statutory
maternity pay, while only six in
ten offer an uplift in statutory
paternity pay.

So where next
noticeably mo

—

D:NISE KEATING, ¢ IEW COMMITT
CHEF B MMITTEE AND
ER OF IMBRELLA HR

VE OFF)

across the D&J landsca
What will it taye tod '
ve the dial on pgj»



One of the oldest pieces of management advice is 'what
gets measured, gets done.’ Bringing the same
standards of informed decision-making used throughout
management to the business of diversity and inclusion
can be a game-changer.

MCKENZIE-DELIS
PACKER REVIEW




An open and honest analysis can help
your organisation understand where you
may have equity issues and provide a
data-based foundation in order to set
goals and where to focus initiatives
related to diversity, equity and inclusion.




The stories and best practice
shared in this report can easily be
translated to any organisation
large or small and our hope is that
it will equip business leaders
around the world with the insight,
inspiration and best practice
needed to make real, measurable

change.
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The MDP Review is a ground-breaking diagnostic tool for major organisations in the
UK to understand where the country stands, where it needs to be, and the actions
the UK needs to take in order to get there. If the past year has done anything, it’s

demonstrated the importance of listening to the evidence and

The world learned to quickly adapt to a global pandemic which shows there’s no
need to wait a generation to provide a more inclusive environment in the world of
work. The MDP Review proves this, providing practical insight to take action today.

RUWAN KODIKARA, ADVISORY COMMITTEE MEMBER AND VICE PRESIDENT AT SONY MUSIC ENTERTAINMENT




How can you maximise the
diversity and inclusion
opportunity?




Leila Mckenzie-Delis
Founder & CEO
Leila@dialglobal.org
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#MovingtheDIAL




