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Objectives of the session

• Status of uptake of Diversity, Equity and Inclusion in Statistics 
departments and how it is adding value to the teams
• Survey results 

• Sharing best practice for DEI activities

• Identifying ways to remove obstacles

• Identifying examples of successful implementation 



Overall very good knowledge on DEI, maybe with limited confidence on the topic in some.
Question: Where do you feel to have any knowledge gaps, and how could they be filled?



Most statistical leaders believe that DEI is adding significant value for the teams
Question: Could you share examples how this added value was observed?
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3. What aspects of diversity do you consider relevant in your teams? Select only your top 3 
aspects

Key relevant aspects are Culture, Gender and Level of experience,
while Race, Personality and Level of education are not considered relevant



About three quarters of the statistical leaders have implemented DEI measures
Question: Could you share examples which measures you had implemented?



Hiring and Career development are more common areas for DEI than trainings/rotation
Question: Why would trainings/rotations be less common? Any suggestions to improve their DEI aspects?
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Built in to all people-related processes

Training initiatives

Encourage taking training outside of current role

Encourage rotations across departments

Considering diversity when providing opportunities
for career development

Consider diversity during the hiring process
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Group think

Limited number of positions

Not possible to monitor race stats in many countries

Requirements from the company on diversity only focused on gender
and race

No obstacles found

Legal constraints (e.g. lack of work permit)

Rigid HR processes/Similar types of CVs pre-screened

Budget constraints in the hiring process

Immediate need to fill the position

Applicants from same/similar profiles tend to apply

7. What are the biggest obstacles when recruiting diverse talent in your team? (Select all that apply)

Key obstacles during recruitment are time constraints when filling the position and the profiles of the applicants
Question: How could these obstacles during recruitment be overcome?
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Believing (and seeing) that this is important/valued/implemented by…

Build an appropriate culture

build the culture of "collective leadership"

Creating groups (e.g. Women Inspired Network) to allow subsets of the…

Culture of openness and trust

Having an inclusive culture

Leadership discussions on diversity

Psychological safety is important for all teams irrespective of make up

Being co-located

Having Change Agents

Having a buddy/mentor

DEI training

Regular 1:1’s with manager and team meetings

8. In your opinion, what strategies are effective to make a team with diverse talent feel safe? (Select all that apply)

Most effective strategies include 1:1s/team meetings, buddys/mentors and DEI training
Question: Have the other strategies been applied/tested in your teams?

Believing (and seeing) that this is important/valued/implemented by the 
senior/upper management layer(s)

Creating groups (e.g. Women Inspired Network) to allow subsets of the wider team to 
create connections and foster belonging



DEI policies exist in most companies
Question: Are these policies useful in daily life?



Most statistical leaders feel that the workplaces provide enough DEI support



About 20% of the respondents do not have diversity training for their teams or, if yes, only optional.
Question: how do we “elevate“ the bottom 20%?
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diversity group meetings

ERGs

Info sessions, Info sharing on the company's intra page

Online groups sessions on multiple topics. Interest groups that employees
can join.

None of the above

Individual 1:1 session with manager

Classroom lecture

Creating cross-functional “cultural ambassadors”/”change agents” who are 
advising  management

Interactive workshop

Individual participation in online course

12. Which form of DEI training or activities has been offered to your team (multiple choice)?

Online courses, interactive workshops and cross-functional ambassadors are primary forms of DEI activities.
Question: How have your teams reacted to these trainings? (See also Q13)



While success is pretty high, more can be achieved.



BACKUP





https://hcommons.org/app/uploads/sites/1000580/2020/05/DEI-graphic.png 



https://medium.com/@krysburnette/its-2019-and-we-are-still-talking-about-equity-diversity-and-inclusion-dd00c9a66113



https://www.activeoxfordshire.org/equality-diversity-and-inclusion
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