
Creating an Inclusive 
Workplace

Deborah Bayles, Esq.
Ann Jenrette-Thomas, Esq.

November 5, 2021



2

What We Will Cover
• Understand the difference between diversity, equity and 

inclusion
• Learn the underlying business case for why a growing 

number of leaders and business are addressing these 
issues

• Discover tools and strategies to advance DEI in your 
organization
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Image from Lone Star College

https://www.lonestar.edu/Equity-Diversity-Inclusion.htm
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Defining Inclusion
Inclusion is the process of valuing all individuals and 
leveraging their diverse talents, not in spite of their differences, 
but because of them.

Inclusion requires a conscious effort to involve all human 
resources in the fabric and mission of organizations as a critical 
value add.



Why Care About 
Diversity, Equity 

& Inclusion?
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U.S. Demographics
• By 2042, there will be no single demographic majority; people of color will comprise more than 50 

percent of the U.S. population. By 2050, one in five people living in the U.S. will be Latinx.

• There are currently five generations in the workplace. 

• Disabilities affect 20% of all Americans.

• Women now earn the majority of college degrees awarded in the United States.

• There are an estimated nine million LGBT individuals in the U.S. 

• One in five workers have experienced discrimination or unfair treatment at work; <50% of 
employees who experience discrimination will stay; attrition costs 150% of employees’ salary; 
$250K is the average discrimination lawsuit judgment (10% ≥$1M).

• Inclusive organizations have the highest employee engagement, which, in turn, leads to higher 
performance and productivity.

References: U.S. Census Bureau; The Gallup Organization;. Employee Discrimination in the Workplace, Public Opinion Poll; Sirota Survey.
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Buying Power (2019)
• Women’s

buying 
power = 
$6.4T (83% 
of all U.S.
consumption 
is directed 
by women) 

• LGBTQ 
buying 
power = $1T

https://www.catalyst.org/research/buying-power/
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2021 Trends

https://www.equilar.com/reports/78-q4-2020-equilar-gender-diversity-index.html
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Diversity Helps the Bottom Line
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Diverse Companies Outperform Others

Carter, N.M. & Wagner, H.M., The Bottom Line: Corporate Performance and Women’s Representation on Boards, Catalyst Inc. (2011)
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Costs of Lack of Diversity
Discrimination Lawsuits

Average defense & settlement costs of a discrimination claim is $125,000

Median judgment in recent discrimination lawsuits is approximately $200,000 (25% of these judgments 
exceed $500,000)

Legal defense costs

Hidden costs:

• Workplace distractions

• Lost productivity

• Impact on company reputation

• Impact on employee morale

Diversity requires investment, but the ROI outweighs the cost.

The 2015 Hiscox Guide to Employee Lawsuits 
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The Cognitive Imperative
Exposure to Diversity Improves 
Critical Thinking Skills 
• Diverse teams are more creative and 

perform better in problem solving than 
homogeneous teams.

• Diversity in workforce and processes 
results in improved decision-making.

• The effects of diversity are highly 
dependent on the presence of 
facilitating or inhibiting conditions in 
the organization; absent facilitating 
conditions, the aforementioned 
outcomes are reversed.

Diversity “creates a level of 
cognitive dissonance where 
you have to think, struggle, 
and reconcile these ideas.”

Berrett, Dan. “Encounters with Diversity, on Campuses and in Coursework, Bolster Critical-Thinking Skills,” Chronicle of Higher Education (November 19, 
2012); Ruderman, Marian. et al. (eds.), Selected Research on Work Team Diversity (1994).



How Can I 
Become a More 

Inclusive Leader? 
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Six Core Leadership Competencies

Deloitte University Press



Tools & Strategies
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Define Relevant D&I Objectives
• Tie into overall business and strategic objectives
• Empower localized accountability for implementing 

organization-wide D&I challenges
• Assess and incentivize progress, not just outcomes
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Build a Diverse & Inclusive Workforce
• Expand Pool of Candidates
• Ensure job advertisements emphasize inclusive leadership capabilities (e.g., 

collaborative, curious, etc.) and organization’s commitment to D&I
• Hire for inclusive behaviors
• Evaluate all levels of leaders on inclusive behaviors and D&I

outcomes/progress
• Hold people accountable for non-inclusive behaviors
• Ensure diversity within senior-level positions
• Reward and recognize those who model inclusive behaviors
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Create a Diverse Leadership Pipeline

• Identify gaps and create development plans
• Create formalized succession plans where possible
• Neutralize biases in talent management decisions
• Integrate development of the six core competencies of 

inclusive leadership into leadership development 
programs and evaluations



Any Questions?



DISCLAIMER: This presentation is designed to give 
general information only. It is not intended to be
a comprehensive summary of the law or to treat 
exhaustively the subjects covered. This information 
does not constitute legal advice or opinion. Legal 
advice or opinions are provided by Stinson LLP 
only upon engagement with respect to specific 
factual situations.
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