Driving Gender Diversity in the UAE
How to Develop a Robust Inclusion
Strategy
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What do we mean by:

• Diversity
• Inclusion

Diversity And Inclusion?
• Diversity – a focus on increasing the numerical
representation of minorities in the workforce
• Inclusion – creating an environment that values the
different contributions that a diverse workforce can bring
An inclusive culture is an organisational environment that
allows people with different backgrounds, characteristics,
and ways of thinking, to work effectively together and to
perform to their highest potential.

You can have a non-inclusive culture that is very diverse!!

Inclusivity Involves
• Recognising the differences that make each of us unique
• Attracting people of all backgrounds to work together in a respectful
environment
• Creating an environment where everyone is appreciated and has a
chance to exist
• Recognising how attitudes towards differences influencing our
interactions

• Acting as a diversity change agent to create a respectful work
environment
To achieve Gender Parity we must have an INCLUSIVE environment

Gender Parity Strategy
Strategy to eliminate barriers between genders and take advantage of a
diverse workforce by harnessing different backgrounds and talents while
avoiding friction.
Our experience suggest organisations fall into one of the below buckets:
•
•
•
•
•

Why bother?
Corporate deafness
Strategic paralysis
Initiative overload
Changing statistics but not culture

How do we develop a Gender Parity Strategy
Table Talk – Are you in any bucket? What have
you done so far in your organisation?

Creating a Compelling Business Case
• Gender parity is not just about fluffy HR stuff, its
about profit!
Inclusion

Activate
Diversity

Innovate

Differentiate

Create
Growth

Not doing anything is not an option
in todays business world…
…but what should we be doing?

• Additional organisational indicators include:
• Improved decision making and innovation
• Greater responsiveness to customer and market
needs
• Improved reputation as an employer of choice I
• Attract and retain top talent
• Better employee engagement and job satisfaction
• Increased productivity and performance
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It’s more than just a woman’s crusade!
“In a “full potential” scenario
in which women play an
identical role in labour
markets to that of men, as
much as $28 trillion, or 26
percent, could be added to
global annual GDP by
2025.”
McKinsey, 2015

Can you afford not to take action now?

Inclusivity Workshops - Avoiding Strategic Paralysis!
• Why are we really interested in Gender Parity?
• What are the messages that we really want people to get from
the interventions? What might turn people off? (Our philosophy)

• What are the intricacies and nuances as we look through the
projects?
• How do we find the priorities?

• What about measurement?

Gender Diversity Diagnostic Tool ™
6. Communication

5. Talent Solutions

Areas of Investigation

4. Action Planning

3. Policies & Practices

2. Employee
Engagement

1. Leadership
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We have created a diagnostic tool to measure the level of gender parity
in your organisation in six key areas.
The Gender Diversity Diagnostic Tool ™ rates your activities in each of
these six areas as either a Bronze, Silver of Gold standard.
These standards have been based on global research and measurement
tools and will provide you with support and guidance on how you can
enhance your strategy and employee experience.
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• Alignment of strategy, vision, mission
and values
• Design and implementation of D&I
strategy
• Defining leaders roles and
responsibilities
• Sponsorship and gender champion
programmes
• Communication strategies for sharing
best practice, celebrating success and
supporting gender diversity in the
workplace
• Gender-responsive budgeting
• Client and vendor engagement

• Policy development & review e.g.
• Flexible working
• Family-friendly policies
• Compensation & benefits
• HR process alignment e.g.
• Selection processes
• Performance management
• Pay review
• Return to work programmes
• Segmented Employee Value
Proposition
• Implementation of Gender Impact
Assessments (GIA’s)
• Implementation of reporting systems
and procedures for gender-related
issue

•
•
•

Leadership

Development
•

Organisational

Metrics &
Workforce
Analytics

Employee awareness training
Unconscious biases training
Talent management solutions:
•
Women-specific career
development centres
•
Succession planning for
internal women candidates
•
Women’s development
programmes
•
Mentoring programmes
•
Executive coaching
•
Women’s networking
initiatives
•
Maternity coaching
HR alignment workshops

• Diagnose & evaluate current
position
• Implementation of systems for
the monitoring, tracking and
reporting of gender-related data
• Recommendations for the
inclusion of data requirements to
meet national KPI’s & GBI’s
• Recommendations for the
additional data points to support
the reporting
• Using analytics to drive change

TABLE TALK

Where is your organisation on the model?

Lessons learnt from implementing Gender Parity …
It is far easier to gain investment into
the strategy than into one-off
interventions

Less duplication and re-invention as
organisations adopt cohesive
policies globally meaning no wasted
effort

Everybody is working in the same
direction and understands the end
goal resulting in more determined
action

If all departments are approaching
the topic collectively with one
guiding set of principles there is
consistency

A firm measurement of success
allows for greater and more accurate
publication and case studies to
maintain commitment

There is far more mobilisation and
motivation where there is a strategy
that engages stakeholders around
specific objectives and building longterm support

If there is no plan it is hard to
identify the greatest challenges and
to prioritise them – this often makes
managing expectations difficult

Demonstrating a clear strategy with
identified timelines ensures that
peoples’ expectations are met and
people can actually see progress

Being overly ambitious about the
speed of the journey creates a risk of
under-achievement which could
mean you lose credibility
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MY STORY
Married – 3 kids
Professional Coach (CPCC)
and MA in HRM
22 years working in UAE

Worked in both business
and Talent/HR roles
Full Time ➔ Freelance ➔
Full Time ➔ Part Time ➔
Full Time
Currently Regional
Talent Director at Memac
Ogilvy and Geometry Global

THE RESEARCH

“How improved flexible working arrangements
helps organizations increase female
participation in the UAE”

Main barriers

Drivers & benefits

Role of HR

40.9%

25%

20+

90+

of female labour force
participating in UAE

of UAE organizations
expected to decrease part
time workforce

female leaders
interviewed

sources , papers &
research analyzed

SOME KEY FINDINGS

FEAR
stands in the
way of
employees

1.

INFORMAL
approaches leaves
it at manager’s
discretion

2.

LOW AWARENESS
of the possibility
stops conversations
from taking place

3.

SOME KEY FINDINGS

BUT when employees are given the opportunity, they are
more engaged, satisfied, stay longer and apply more discretionary efforts.

FEAR
stands in the
way of
employees

1.

INFORMAL
approaches leaves
it at manager’s
discretion

2.

LOW AWARENESS
of the possibility
stops conversations
from taking place

3.

THE CULTURAL MINDSET SHIFT FOR FLEXIBLE WORKING
FROM

TO

Time spent

Performance

Control

Trust

Lack of accountability

Reciprocal Commitment

Managing

Empowering

Flexible working flourishes in a high-performance culture, where
employees are shown trust and are committed and empowered

WHAT NEXT?
Steps depend on where you in your agile working agenda:
•

Educate yourself and build awareness

•

Diagnose the organization’s readiness for change -where are
you now and where do you want to go? what needs to
happen to bridge the gap?

• Build a guiding coalition and get buy-infrom
seniorleaders
•

Analyze existing roles in organization and look at through
‘flexibility lens’

•

Adapt Talent polices & practices

•

Communicate, communicate, communicate!

• Implement, evaluate and review

Finally….

be a good
role model
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Unconscious Bias Workshops
• To familiarise with the Organisation XXX’s Diversity and Inclusion
Strategy
• To understand how our unconscious and automatic thoughts can
affect our understanding, action and decisions
• To consider the effect of bias in the workplace
• To discuss how to work more effectively and inclusively with all
employees
Achieved through a variety of experiences and interactions

Anti-Harassment Training Overview
• The Diversity agenda, ensuring that you are recognising it in
your team
• What is harassment?
• What is the legal position on it?
• Understanding your role as a leader in eliminating
harassment
• Recognising your responsibility to ensure that harassment
does not occur in your team
• Understanding how your behaviour can be perceived as
harassment and taking preventative measures
• What you should do if you observe harassment

Bystander Training Overview
Objectives of Workshop
• IDENTIFY behaviours that could be classed as
bullying or harassment
• DEVELOP empathy for those experiencing these
behaviours and understand the importance of
supportive behaviour
• PRACTICE safe and appropriate intervention
skills
• COMMIT to intervene before, during and after
an incident occurs

RISE - Empowered Women’s Development Programme
• Foundation Day
• Power Presence and Impact
• Confidence and Empowerment

• Networking and Visibility
• Managing Relationships
• Career Resilience
• The Empowered Woman Leader

“Thanks for such an
energising and inspiring
programme. The
participants are still
talking about it and
we’ve had very positive
feedback.”

Final Questions

