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Objectives for Today

Explore the key elements of change management and how
v these can be deployed to build a “guiding coalition” for
D&l momentum

Examine how to set priorities for D&I initiatives to create a
“virtuous cycle” of support

Help others learn how to take ownership of change to
v~ contribute fully to more inclusive workplaces

Discover how change management can build positive D&l
v momentum for improved sponsorship, resources and buy-
in
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Our Working Definitions

Management

The mix of Intentionally Systematic approach to
differences and leveraging full promote engagement and
similarities in contributions from change adoption with
talent. a broad mix of strategies, communications,
talent. training and other tools.
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POLL: What best describes your
current role?

__Training / Learning

__Training / Learning that incorporates other functions (such as
Diversity & Inclusion, Talent Management, Change Management
Organizational Effectiveness,)

__Other (please write in Chat Box)




Globalization + Workplace Change

Higher Productivity ° 24/7 operations
° Leverage resources

Source the
Best Talent

* Global pool
e Address “War for
Talent”

Diversity of Thinking
* Develop learning culture

* Global/local integration
* Enhance innovation

Local Presence in Global Markets
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CHAT BOX:

What are the top 1-3 external changes
having the MOST impact on your
organization?




In Context: D&l Global Trends
 skills

70 countries generate 96% of * Foreign-born workers contribute ¢ Nearly 80 million Baby Boomers
global GDP to 40% of labor force growth in file for retirement benefits in

advanced economies the US in next 20 years / 12% of

e Consumption in emerging the world’s population will be
markets to reach $S30 trillion by  * Global imbalance: Shortage of 65+ by 2030
2025 38 to 40 million skilled workers /

Surplus of 90-95 million low skill * Millennials:

* Women make up 40% of the workers —Will be majority workforce in
world’s workforce / full the USin less than 5 years—
participation could solve poverty ¢ More positions will become 91% expected to stay in job for

automated, with rise in robotics, less than 3 years

* Asia Pacific expected to surpass artificial intelligence, algorithms  —50% of India’s working age
U.S. and Europe in GDP adults

 Contingent workers 20-33% of —26% of Latin America’s total

* 73% of employees experience us population
high stress from always “being —28% of the workforce in China
on” * Only 13% of employees / buy 45% of luxury products

worldwide are engaged at work —25% unemployment in the
Middle East

* China ends “one child” policy

i-%%, o
SOURCES: The Conference Board, Gallup. Mckinsey & Co., The New York Times, Pew Research, United Nations Data, US Bureau of Labor Statistics, The
World-Bank




D&I Progress: Painfully Slow

There are fewer Fortune 500 CEOs who are women (4.1%) than who are
named David (4.5%) or John (5.3%) (NY Times)

Only 5 out of all Fortune 500 companies have African American CEOs. (CDC,
Diversity Inc.)

40% of people think there’s a double-standard against hiring women. (Pew)
Men are 30% more likely than women to be promoted from entry level to
manager. (Women in the Workplace)

Resumes submitted by people with African American-sounding names are
14% less likely to get a call back than those with white-sounding names.
(Research study by University of Wisconsin)

57% of employees think their companies should be more diverse. (Glassdoor)
41% of managers say they are “too busy” to implement diversity initiatives.
(SHRM)
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http://www.nytimes.com/2015/03/03/upshot/fewer-women-run-big-companies-than-men-named-john.html?_r=0
http://money.cnn.com/2015/01/29/news/economy/mcdonalds-ceo-diversity/
http://money.cnn.com/2015/01/29/news/economy/mcdonalds-ceo-diversity/
http://fortune.com/2015/01/15/how-corporate-america-is-tackling-unconscious-bias/
https://womenintheworkplace.com/
http://www.npr.org/2015/10/01/444912628/despite-improving-job-market-blacks-still-face-tougher-prospects
https://www.glassdoor.com/employers/blog/diversity/
https://login.shrm.org/?request_id=id4672D37BA526AB55&relay_state=id-0e6a8e7a-48a9-4788-a240-1e5fe0539117&issuer=aHR0cHM6Ly9zc28uc2hybS5vcmcvSURCVVMvU0hSTS9JRFAvU0FNTDIvTUQ=&target=aHR0cHM6Ly9zc28uc2hybS5vcmcvSURCVVMvU0hSTS9QT1JUQUwtU1AvU0FNTDIvTUQ=

Evidence of Why D&I Matters

83% of millennials are more actively engaged when company fosters an
inclusive culture —and in 10 years millennials will comprise nearly 75% of the
workforce. (Deloitte)

The United States will no longer have any single ethnic or racial majorities by
the year 2065. (Pew)

Companies with highest levels of racial diversity bring in nearly 15x more sales
revenue than those with lowest levels of racial diversity.

(American Sociological Review)

For every 10% increase in the rate of racial and ethnic diversity on Senior
Executive teams, EBIT rises 0.8%. (McKinsey)

Ethnically diverse companies are 35% more likely to outperform their
respective national industry medians. (McKinsey)

Gender diverse companies are 15% more likely to outperform their respective
national industry medians. (McKinsey)
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https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-inclus-millennial-influence-120215.pdf
http://www.pewresearch.org/fact-tank/2015/10/05/future-immigration-will-change-the-face-of-america-by-2065/
https://www.sciencedaily.com/releases/2009/03/090331091252.htm
http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters

D&I Driving & Restraining Forces

CHAT BOX: What are top drivers & restraining forces at your organization?

LACK OF ACCOUNTABILITY COMPETITION  §|L0 / NOT LINKED TO STRATEGY
GOVERNANCE FOR RESOURCES

NN NN

YO

CEO SUPPORT:  RETENTION BRANDING INNOVATION / BUSINESS RESULTS
CURRENT EVENTS
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POLL: Rate Your Company D&I Effectiveness

MODERATE 4-6 HIGH 7-10

O= NON-EXISTENT 1-3= MODERATELY EFFECTIVE 4-6= EFFECTIVE 7-10 HIGHLY EFFECTIVE




Clarify the Business Case

We need to attract and retain the best talent

We want to mirror our communities / marketplace
We want to accelerate innovation

Our employees want a more inclusive workplace
Our D&I commitment builds our brand equity

We want better business results

Other?




Link D&I Initiatives to Talent Lifecycle

Leverage Integrated
Talent Management

Build Diverse
Selection Slate

Integrated Talent
Management

Expand Talent Base
Create Inclusion

Job Post/Recruit

Reflect Your

Succession Planning On-boarding D&/ Strategy

Training Needs/ Embed in

Career Development , .
Curriculum Design .
Learning

Provide Broad 360 Feedback Performance
Opportunities / Access Management

Hold Managers
Accountable
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Link D&I to External Business Needs

CHAT BOX: What business needs link to D&l in your organization?

Globalization

New Competition Technology / Digitization
| / Al
Changing VUCA:! Focus on Short-
Customer Volatility,
. Uncertainty, term Returns
Demographics Complexity
Ambiguity
New Regulatory Z/Icecﬁiz irtsi(f;s

Environment )
Innovation /

New Business Models

L Army War College terminology N!ﬁgi‘; a_l,d




Governance / Structure for D&I Initiatives

Essentials to Obtain Traction

an

Sponsorship /

Funding By-laws Charter
Metrics Buy-in Communications / Cadence
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CHAT BOX:
Your Most Successful D&I Initiative

= What did you do as D&I / learning professionals
do?
"\What did leaders do?
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Change Model For Today

SET THE STAGE —— — MAKE IT STICK

WHAT TO DO HAPPEN

> ENGAGEMENT AND COMMUNICATION

Adapted from John Kotter Model of Change
https://www.kotterinc.com/8-steps-process-for-leading-change/
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Valeocon Organizational Model

We work side-by-side
with our clients to co-
discover, co-design
and co-deliver
integrated, fit-for-
purpose solutions that
address complex
business challenges.




Change Triggers Emotions at Every Phase

New . .
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AUBO & Change Adoption

AWARE
“I have heard
about it”

UNDERSTAND
“1get it”

BUY-IN

“Ilive it”

OWN

“I make it
happen”




Tailor Messaging by Stakeholder

\ ~ Interesting work,
Board of Opportunities to BN
DITEEEE contribute

WIIFM

Returns, profitability, and brand Purpose-driven

Opportunity to grow

/

Clients /
Consumers

Value: Growth, Product /
service / cost

Great returns, value & confidence
Growth company

Eﬁ \
webcasts




Communications Cascade

Based on a cascading message process

Interactive, promoting two-way communications

Tailored to stakeholder

Delivered via appropriate messenger

Timely, proactive and responsive

Addresses the “What’s in it for Me?”(WIIFM) at relevant audience level

Interactive Meetings + D&l Tools: Resource Guides




CM Examples: Two D&l Initiatives

Under-
represented
populations

& allies

Gl * 1) EMPLOYEE RESOURCE GROUPS

Designed to
demonstrate
shared
hyman ol - 2) UNCONSCIOUS BIAS TRAINING
wiring to
remove
blame




ERGs & Key Business Imperatives

»  ACQUISITION INTERNAL « BRANDING
« DEVELOPMENT *  INNOVATION
* INCLUSIVITY * MARKETPLACE

* ENAGEMENT ¢ COMMUNITY

EXAMPLES EXAMPLES

= \eterans ERG created a one-page overview = Hispanic ERG advised product development
“translator” for applicants: military / about flavor and added guacamole chips to
corporate relevance product line-up, creating a S1 billion

= Diageo ERG partners with Talent Acquisition product (Frito-Lay)
to recruit at Historically Black Colleges & = Ford uses Disability ERGs to solicit customer
Universities feedback to enhance motoring mobility
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Change Model: ERGs

~ DECIDE . MAKE IT |
SETTHESTAGE .-\ . MAKE IT STICK

EMPLOYEE RESOURCE GROUPS

* Link to internal / external business needs

* Engage with multiple stakeholders (HRBPs, Executive Sponsors,
Line Leaders, Employees, External Stakeholders

* Plan the initiative / obtain essential support

e Tell the story

 Show demonstrable progress

e Track & measure m a'td




CHAT BOX

How can Change Management enable
ERGs to have more impact?




Change Model: Unconscious Bias Training

" DECIDE 2 MAKE IT |
SETTHESTAGE  \o ot~ 00 T —— MAKE IT STICK

> ENGAGEMENT AND COMMUNICATION

UNCONSCIOUS BIAS TRAINING

* Provide the Why

* Implement into the Talent Lifecycle: Job
Descriptions, Hiring, Onboarding, etc.

* Provide relevant tools and processes to support
progress

* Provide Role Models

* Track and Measure ‘m a'td




Unconscious Bias Ecosystem

Tailor initiatives, messaging and metrics




Understand Employee Motivation

(-) BARRIERS

Doesn’t see a benefit

Doesn’t have the skills
or knowledge

Doesn’t know
about/understand
the change

WHY DON’T EMPLOYEES DO WHAT WE WANT THEM TO DO?

(+) soLuTions

ABILITY

UNDERSTANDING

Reframe positive
& negative incentives /
consequences

Provide training,
coaching and/or
resources to employees
with potential to
perform

- Provide information

and communications

i atd




CHAT BOX

How can Change Management enable

Unconscious Bias training to have more
impact?




Your Role as Change Leader for D&I:

Build trust and buy-in to a more inclusive future

COMMUNICATE
= Clearly
= Often
LEAD CHANGE

= Create a transformation team & charter

= Clarify priorities
= |dentify / address challenges and obstacles
MANAGE CHANGE

= Build understanding to promote performance in new
roles

= Develop new “Rules of the Road”

WA;(?E& \'l'd
31




Invest in Change Leadership Infrastructure

Change Networks Two-Way Communication

Creativity

Inmowvation

Accomplishment

Transition (Neutral) Loarning

Excitemen
Anficipation

Relief
Unsure

Confusion Resistance

Frustraticn
Ambivalence

Researvation
Denial Confusion c
ADN
0

Facilitate Transitions 32




New Ways of Working/Experimentation

Asset Reven
Base Streams
— | . B ﬁ = .
=" |smsm  |ms
ucture H
— - = = :
— . . . . Value i Value Customer
- .. BEREE =R empetenc uration| | Proposition Segments
== |l - BEE2 B pap— :
= | am - |
: Demand
Processes : Metworks

Design Sprints Business Model Canvas

=
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Your Key Takeaway

Based on what you learned today, what is one thing you plan to:

‘ STOP

@) START

() CONTINUE




Additional D&l and CM Resources

D&I RESOURCES

Diversity & Inclusion and Innovation: A Virtuous Cycle, Industrial and Commercial
Training Journal

What’s Next for Employee Resource Groups
https://www.td.org/Publications/Blogs/Human-Capital-Blog/2016/01/Whats-
Next-for-Employee-Resource-Groups

The Competitive Advantage of Diverse Perspectives, T+D Article

Intentional Inclusion in the Workplace & Marketplace, Diversity Executive

Diversity & Inclusion by Design: Best Practices from Six Global Companies,
Industrial and Commercial Training Journal

https://www.td.org/insights/gaining-traction-with-your-diversity-and-inclusion-
strategy.

CM RESOURCES
https://www.valeocon.com/right-sizing-change-management/
https://www.valeocon.com/agile-approach-to-business-transformation/

https://www.valeocon.com/tapping-the-reservoir-of-continuous-improvement-
potential-your-employees/
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Final Q&A

For more information:
Marjorie Derven

marjorie.derven@valeocon.com

Want to learn more? Plan to attend 12/12-13, 2018 LearnNow
LEVERAGE INCLUSION TO DRIVE ENGAGEMENT:

https://www.td.org/events/learnnow-leverage-inclusion-to-drive-engagement
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Invitation: LearnNow Event

LEVERAGE INCLUSION TO DRIVE ENGAGEMENT
December 12-13 in Alexandria, VA

OnNn " n" . ")
il Ao vy
atdl earnNow

LEVERAGE INCLUSION TO DRIVE ENGAGEMENT 3
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https://www.td.org/events/learnnow-leverage-inclusion-to-drive-engagement.

Contact me for a D & | and Change D&l Action Planner:
Marjorie.Derven@Valeocon.com
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