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Source: Vivian Hunt, Dennis Layton, and Sara Prince. 
‘Why diversity matters’, McKinsey & Company, January 
2015

“Companies in the top 
quartile for racial and 
ethnic diversity are 35 
% more likely to have 
financial returns above 
their respective 
national industry 
medians.”

“In the United Kingdom, greater gender 
diversity on the senior-executive team 
corresponded to the highest performance uplift 
in our data set: for every 10 percent increase in 
gender diversity, EBIT rose by 3.5 percent.”



March 28, 2017

“It wasn't quite stilettos 
at dawn, but there was a 

distinctly frosty atmosphere 
when Theresa May met Nicole 

Sturgeon yesterday"



Suggest that the 2nd slide lists the presenters:
Name
Title

Company

https://hbr.org/resources/images/article_assets/2016/06/R160
7C_DOBBIN_DIVERSITY_A-1024x543.png



Male Dominated Leadership: A Risk?

Source: Financial Times, 
Equal pay and 
opportunities for women in 
finance: why the hold-up?
APRIL 4, 2017 by: Laura 
Noonan, Madison 
Marriage and Patrick 
Jenkins



• 72.5% White 
• 7.7% Hispanic 
• 5.7% African American 
• 7.9% Asian or Pacific 

Islander
• 2.8% Other

Management Teams: A Risk?White

Source: Survey of Risk Management Professionals, Signet Research 
Inc., March 2016 



What is riskier, to continue doing 
things as we’ve always done 

them, or to disrupt our mindsets 
and talent systems to increase 

representation and more diverse 
ways of thinking, innovating, and 

problem-solving? 



This is the slide to be used 
for slide # 2 thru Final slide

https://medium.com/stanford-d-school/design-for-worldview-
a-new-way-to-teach-design-thinking-a3478559e408



What is? What if? What 
Wows? What Works? 



 Women were nearly 50 percent more 
likely to miss out on blood clot prevention

 Clinicians can override its 
recommendation, but they 
can’t opt out of the tool

What is? What if? What 
Wows? What Works? 

 Checklist as a decision support tool meant 
“appropriate treatment for everyone 
spiked”

 Structural solution controls for biases such 
as implicit stereotyping, availability, and 
overconfidence



bias-free algorithms
• Algorithms are free of 

gender and ethnic bias
• Ability to produce unbiased 

algorithms stems from our 
inputs, which are unbiased, 
and our technological 
advantage

• Using an unbiased algorithm 
can mitigate unconscious 
human bias

• Algorithms = no unconscious 
bias 

A  T O P - T I E R  F I N A N C I A L  
S E R V I C E S  F I R M :

100% increase in female 
candidates 

Typical applicant pool was 75% male
Achieved gender-equal applicant pool 

for 1st time ever



What is? What if? What 
Wows? What Works? 

http://www.businessinsider.com/leslie-miley-
director-engineering-diversity-hiring-slack-
2016-8?xid=nl_raceahead

[Slack] is using blind testing to recruit engineers from 
diverse backgrounds. It scores candidates on tests 
without requiring them to reveal their names or 
educational background… some of the successful 
applicants are coming from lower-prestige colleges like 
San Jose State University, rather than elite colleges like 
Stanford University

http://www.businessinsider.com/leslie-miley-director-engineering-diversity-hiring-slack-2016-8?xid=nl_raceahead


Managing Performance & 
Career Advancement 

• Criteria used in formal evaluations  
• Informal evaluations/feedback  
• Access to sponsors and mentors
• Access to key/stretch assignments
• Access to key networks and relationships
• Access to professional development opportunities

Talent Reviews
• Scenario planning for critical vacancies
• Leadership pipeline development
• Assumptions of what a leader “should” look 

like/behave
• High-potential evaluation and nomination  

Attracting & 
Recruiting Talent
• Language used in job ads/descriptions
• Where we look for candidate
• Accountability for diverse slates
• People involved in recruitment efforts
• Assumptions of “cultural fit”

Engaging & 
Communicating 

• How we run meetings
• Degree of workplace flexibility/options
• Recognition systems 

• Access to managers/leaders
• Degree to which employees feel heard
• Employee Resource Groups

Unconscious Bias Affects 
All Sorts Of People Decisions 

Proprietary and Confidential  © 2016, Language & Culture Worldwide, LLC

Interviewing 
& Hiring

• How we screen résumés
• Who and how many conduct 

interviews
• Interview guide/structure
• Criteria and process for evaluation of 

candidates 
• Interaction with others before 

meeting candidates



What is? What if? What 
Wows? What Works? 



What is? What if? What 
Wows? What Works? 

Talent Reviews

• Scenario planning for critical vacancies
• Leadership pipeline development
• High-potential evaluation and 

nomination  
• Objectivity and accuracy of criteria
• Assumptions of what a leader “should” 

look like/behave



“the staff in risk 
management 

departments tended to 
be younger, and the 

majority was female”

Financial Times, April 4 2017

bank sector region employees

TOTAL 
Women 
2016

SENIOR 
Women 
2016

SENIOR 
Women 
2014 Change

Allianz insurance W Europe 140253 52% 28% 23% 5%
Aviva insurance UK 28058 53% 29% 29% 0%
Axa insurance W Europe 115254 53% 28% 27% 0%
Generali insurance W Europe 73727 49% 13% 12% 1%
Lloyd's of Linsurance UK 1075 53% 20% 18% 2%
Metlife insurance US 57513 49% 25% 24% 1%
Prudential insurance UK 23507 54% 20% 19% 1%
Swiss Re insurance W Europe 14383 47% 16% 16% 0%
Zurich insurance W Europe 53894 51% 29% 28% 1%
Deloitte professional services Global 244400 45% 35% 21% 14%
EY professional services UK and Ireland 14731 46% 24% 21% 3%
KPMG professional services UK only 15421 47% 23% 19% 4%
PwC professional services Global 223468 47% 31% 31% 0%

January 2017
Chairman Mike Fucci - Deloitte, LLP



What is? What if? What 
Wows? What Works? 



https://hbr.org/2017/05/neurodiversity-as-a-competitive-advantage

  
  
   

   
    

    
   

  
 
  

  
   

    
   
    
   
    

     
   

  
  

      
       

What is? What if? What 
Wows? What Works? 



What is? What if? What 
Wows? What Works? 

https://airbnb.design/anotherlens



Women’s 
Insurance Market



What can 
DISRUPTION 
look like in 
your role?



Q & A

THANK YOU
Monica Francois Marcel
Principal & Co-Founder

LCW
monica@LCWmail.com or 1/773 769 9595

www.LanguageAndCulture.com

mailto:monica@LCWmail.com
http://www.languageandculture.com/
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