
Embracing 
Diversity &  
Inclusion



Diversity and 
Inclusion Are 

Must-Have 
Business 

Value 
Generators. 

While the topic of diversity and inclusion isn’t 
new, the new decade has definitively called for 
companies across the US to reexamine their D&I 
initiatives. Employees are looking to leadership 
to create a more inclusive corporate culture. 
Consumers are taking their business to companies 
with a proven commitment to diversity, equity 
and inclusion (DEI). And more and more laws and 
regulations are being enacted to support greater 
diversity in the workplace.

DEI is no longer a nice-to-have project or something 
to be leveraged just when building an employer 
brand. Organizations must embrace diversity and 
inclusion or risk a shrinking candidate pool, reduced 
market share, and ultimately, lost profitability.

Most of the DEI discussions have been focused 
on the obvious differences, such as gender, race, 
religion, culture and language. However, there is 
another, less visible layer to diversity, created by the 
variety and nuances in each human’s emotional 
perspectives. These diverse perspectives influence 
how individuals learn, respond to changes and make 
decisions. 

According to a recent survey of nearly 
4,000 American adults by marketing 

consultancy Ketchum, 20% of 
consumers are more likely to support 
companies and leaders who prioritize 

diversity and inclusion in their 
charitable efforts and hiring practices. 

[Forbes]

20%



With this guide, you 
can advance diversity 
& inclusion in your 
organization by:

n Better understanding the 
diversity of personal styles 
that comes from our innate 
differences as human 
beings

n Following the steps to 
integrating diversity 
and inclusion in your 
organization so that you can 
thrive—together
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Innate 
Differences

Diversity 
is the collective  
of differences and 
similarities that 
includes individual 
and organizational 
characteristics, 
values, beliefs, 
experiences, 
backgrounds, 
and behaviors.

The US is known to be a melting pot where 
differences in race, gender, culture, religion, age 
and ethnicity combine to form a unique national 
character. The same is true in today’s business world. 
Diversity, when understood, honored and respected, 
adds value to a company. 

Diversity is more than skin-deep—it can take many 
forms such as beliefs, values, needs, attitudes, skills, 
personalities and styles. It is part of the human 
condition that people have different needs and 
values, which form the basis of their belief systems. 
These beliefs ultimately drive behaviors and actions 
and manifest as diverse skills, personality traits, work 
styles and leadership strengths. 

For example, some people need order and control 
to help them stay focused, prepared and grounded. 
When their environment and experience lacks 
these fundamentals and there is constant dynamic 
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FOOD FOR THOUGHT: 

Organizational 
culture plays a 
big role.
Let’s say the cultural 
expectation at your 
company is to be 
friendly and outgoing. 
How do you think a 
new hire who appears 
to be straightforward, 
to the point and not 
very fond of socializing 
and “small talk” would 
fare here? Chances are, 
people will view them 
as cold, aloof or even 
rude and may push 
them away.

What would 
change with an 
understanding that this 
is simply a different 
communication style?

change, they are likely to feel frustrated and 
dissatisfied. In this same environment, however, 
others thrive because they need to express and 
experience variety, experimentation or innovation to 
contribute at their highest level. 

The innate differences—emotional in nature and 
very deeply ingrained—come from what a person 
needs to feel secure, empowered and confident. 
People view the world through these emotional 
filters, and each one of us has a unique set of 
them. Our personalities, what energizes us, how 
we communicate, learn and make decisions, are 
influenced by our general view of the world around 
us.

These internal differences are less obvious and 
often hard to recognize, leaving a lot of room for 
misinterpretation and misunderstanding, which can 
lead to conflict and dissatisfaction, and ultimately, 
productivity breakdowns. When people see the 
world differently, it’s easy to default to judgment 
rather than understanding and appreciation.

Many diversity issues are actually the result of these 
types of personality differences, related to how 
people think, feel and act, rather than their cultural, 
ethnic or gender identities. In these cases, the real 
challenge revolves around unmet or misinterpreted 
emotional needs. 
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Example of two different personal styles

Consider this common workplace scenario. One person, 
let’s call her Jane, expects colleagues to be brief, direct 
and efficient to save time, because that’s her own 
personal approach. Another coworker, let’s call her 
Mary, is more friendly and flexible and usually starts 
conversations by asking about the weekend, family, etc. 
While these two colleagues simply have two different 
styles based on individual sets of socialized values and 
expectations of others, each approach causes the other 
to feel insulted. Jane is likely to perceive Mary as someone 
who “beats around the bush,” while Mary is likely to 
feel offended by Jane’s laser-focus on tasks in their 
conversations.

To bridge this gap, Jane and Mary must understand 
their two different personal communication styles and 
learn how to collaborate with each other based on these 
insights.
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Emotional 
Needs In The 
Workplace

Emotions are central to building the right 
organizational culture. While the shared intellectual 
values, norms, artifacts, and assumptions most 
executive leadership teams focus on are all essential, 
they are only part of the story. Emotional culture 
that governs which feelings people have and 
express at work matters just as much. It influences 
employee satisfaction, burnout, teamwork and, 
ultimately, the success of an organization as a 
whole.

Every human being has emotional needs, including 
those that arise in the workplace. Misunderstandings 
and conflicts happen when people assume 
incorrectly that everybody else has needs similar to 
their own. In reality, every person “speaks” a different 
emotional language. For example, some of us have a 
strong relationship focus and need to work with and 
through people to be productive and motivated, 
while others work better independently. 

When our emotional needs are respected and 
met, we feel safe, empowered and confident. 
On the other hand, when they are ignored or 

Fear is the biggest 
barrier to building 
trust, which is the 
foundation for great 
teamwork, high 
performance and 
productivity. Trust 
happens when each 
person on the team 
feels confident, 
honored, and able to 
contribute their best 
to achieve meaningful 
goals together.
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Here is the emotional 
management process 
we use at NWCFO: 

n Pausing, taking a 
breath, and getting 
curious about what 
you’re really feeling 
and experiencing

n Taking responsibility 
for your own 
feelings, needs and 
behaviors rather 
than focusing on 
someone else’s

n Honoring your 
emotions and 
letting them take 
their course—feeling 
your feelings

n Looking at the 
facts again—
and only then 
making decisions, 
communicating and 
taking action

misunderstood, we feel threatened, resentful or 
angry. If we don’t speak up to ask questions and 
share ideas because we’re scared or feel that our 
needs don’t matter, conflicts are more likely to 
occur and remain unresolved. This inability to have 
meaningful conversations impacts our satisfaction, 
productivity and overall performance.

Without the awareness of our own emotional needs, 
as well as those of other individuals, it’s impossible 
to mitigate fear and create trust in its place. That’s 
why successful organizations put a lot of value into 
taking care of people. By not only allowing emotions 
into the workplace but also consciously shaping 
them, business leaders can create an environment 
where everyone has the right conditions to thrive. 

This includes self-awareness, allowing space for 
emotions to run their course, and skills to properly 
name, manage and communicate one’s own 
feelings and needs in a way that can be received 
by others. It also includes learning the emotional 
language of others, catching oneself when triggered 
by an interaction and recognizing that another 
person is not a threat, but rather, a different 
individual with a different set of needs.

Self-awareness and awareness of others is a personal 
responsibility of everyone in the organization—
leadership, managers, teams and peers. At the end 
of the day, while top executives can greatly influence 
the culture, every person who is a part of it plays a 
role in creating, sustaining and celebrating a diverse 
workplace.
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“Emotional intelligence is a way of 
recognizing, understanding, and 
choosing how we think, feel, and 
act. It shapes our interactions with 
others and our understanding of 
ourselves. It defines how and what 
we learn; it allows us to set priorities; 
it determines the majority of our 
daily actions. Research suggests it is 
responsible for as much as 80 percent 
of the ‘success’ in our lives.”

Joshua Freedman, a specialist on emotional 
intelligence, an author, and the Chief Executive Officer 
of Six Seconds, a non-profit dedicated to emotional 
intelligence
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Four Steps 
To Embracing 
Diversity

There is a clear path to transforming these insights 
into organizational change where diversity and 
inclusion are fully embraced and highly valued. 
The four basic principles are openness, awareness, 
understanding / appreciation, and respect.

Openness

It starts with being open to diversity, both 
at the individual and organizational level. 
This could mean replacing the need to be 

right at all costs with seeking to understand each 
other’s different, and sometimes opposing, points of 
view. 

Openness could also mean letting go of rigid 
rules people must follow in order to be successful 
in an organization. Some organizations develop 
their cultures based on one particular personality 
style, e.g. always being friendly and outgoing. If 
everyone tries to conform to this style, whether it 

1

Openness

Awareness

Understanding 
and 
Appreciation

Respect for 
Ourselves and 
Others
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FOOD FOR THOUGHT: 
Take a close look at 
your attitudes and 
beliefs about different 
personality styles. How 
would you rate your 
level of openness and 
curiosity vs. judgment?

is authentic to them or not, it eventually results 
in unhappy employees and stifled creativity. In 
contrast, being open to diverse work styles promotes 
communication, cooperation and unique individual 
brilliance, leading to greater organizational success.

Talking openly about the differences between 
people and the value diversity brings to the 
company is an excellent first step. The best leaders 
inspire and motivate by example, so to take root, 
this initiative needs to begin with the executive 
team—and not just in words, but also actions that 
follow. At NWCFO, we’ve found that this is often best 
supported by engaging outside culture consultants 
or coaches, who can bring a fresh and unbiased 
perspective to the process.

Awareness

Awareness is always a key step toward 
making any change, personally or 
professionally. To create a framework 

for generating awareness, understanding and 
appreciation of the innate differences among 
people, you can use a variety of personality 
assessment tools. 

Some of the most well-known and widely used 
personality tests are the Meyers-Briggs test, the DiSC 
assessment, and Personalysis. These assessments 
are based on the assumption that everyone without 
exception has strengths, gifts and opportunities 
for growth. They are designed to draw out unique 
insights that support personal and professional 
development, as opposed to judging or criticizing 
people. 

2
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The Personalysis assessment, which is the tool we use here 
at NWCFO, comes with a detailed report, as well as quick 
summaries and snapshot visuals that help participants 
better understand themselves and others in three key 
areas:

Engagement: The activities you most 
enjoy, the work you really like to do, and 
what you find rewarding and energizing.

Communication: How you show up, 
connect, and interact in the world, and 
your natural communication style.

Decision-Making: How you solve 
problems, learn, what type of 
information you must have and what 
you must do to build trust, feel confident 
and commit to action.

We are often unaware of our innate tendencies, because 
they are to us like water is to fish—this is who we are at the 
core. Personalysis can be very powerful as it reveals why 
we do what we do and how we are wired to thrive. 
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Personality assessment 
tools help create a 
common and safe 
language for everyone 
in an organization 
to have productive 
discussions about 
personal styles, 
teamwork and 
collaboration.

“People tend to see 
[DEI] as ‘passion’ work, 
but it’s a strategic, 
organizational 
commitment. We aren’t 
going to get immediate 
results, but progress 
hinges on goals, data, 
measurement and a 
culture of accountability. 
The more resources you 
put in, the more you 
get in the form of a safe 
and sustainable work 
culture.”
Diya Khanna, a DEI manager 
in the tech industry

3 Understanding and appreciation

Understanding of each other’s differences 
cannot exist in a culture where people 
feel threatened, misunderstood or judged 

based on the unique personal style they were born 
and grew up with. First, effective processes, tools and 
practices must be put in place allowing employees 
to learn about diversity, experience it directly, and 
understand the value created by differences among 
people. 

There are a number of ways to support 
understanding and appreciation of diverse 
backgrounds and perspectives in an organization, 
including announcements about new and 
progressing D&I initiatives, comprehensive employee 
training, coaching, and informal one-on-one, team 
and company-wide “fireside chat” conversations. 

The goal is to involve all executives and employees 
in this process and ensure it’s a two-way street 
when it comes to approaching and treating others 
as unique individuals with distinct needs, strengths 
and growth edges.

Changes like these do not happen overnight, so this 
is a long-term commitment that requires patience 
and consistent effort.
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WHAT INCLUSIVE COMPANIES ARE DOING WELL

n Creating a learning culture—one that emphasizes flexibility, openness, and 
exploration needed to tap the benefits of a diverse workplace and to ensure 
that a wide range of perspectives and experiences are heard, valued, and 
embraced

n Going beyond HR—structuring accountability for D&I initiatives across 
multiple Chief Diversity Officers throughout the company, as well as tying 
executive compensation to diversity goals

n Collecting and analyzing data on diversity over time (e.g. through 
employee engagement surveys), creating D&I success metrics, comparing 
those numbers to the numbers at other organizations, and sharing them with 
key stakeholders to increase accountability and transparency around diversity 
issues

n Involving managers in the design process for D&I programs to increase 
buy-in and smooth implementation, by making sure that any adjustments are 
a good fit with the way managers are working now

n Filling more executive positions with individuals from underrepresented 
groups, given that diversity in leadership is a leading indicator of a more 
diverse company in the future
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People who 
value their own 
uniqueness and 
diversity in every 
area of their life 
tend to honor those 
around them in the 
same way.

4 Respect for ourselves and others

Self-respect is created when people can 
draw on the strengths of their natural 
personality styles and contribute at the 

highest level, because they feel safe to be authentic 
and fully themselves. Respect is both an intention 
and an action, which shows up in every interaction 
we have with each other. 

Oftentimes, this process of stepping into our 
fully authentic selves takes time and requires 
hand-holding from an expert in this area. As 
diversity and inclusion take firm roots in your 
organization, support of a coach can be very 
useful for leaders and employees alike. Our team 
of certified coaches at NWCFO has not only been 
trained in transformational leadership and career 
coaching, but also personally experienced these 
kinds of transformations in our own lives—working 
with executive coaches consistently over time. 
We have seen ourselves and our clients go from 
overwhelmed, burned out and under-actualized to 
thriving, making a big impact, and living their best 
lives. 

The bottom line is that transformation in your 
organization always starts within yourself. 
Invest in growth, learning new skills and better 
understanding of others and the world—and you 
will see the ripple effects of positive impact across 
your relationships, your organization and your 
community.



Embracing Diversity & Inclusion | 17

What Diversity 
& Inclusion 
Mean For Your 
Bottom Line

Did you know that it 
makes good business 
sense to value diversity 
and cultivate inclusion? 
The increases in 
creativity, quality and 
productivity that result 
from embracing D&I 
enable companies 
to gain substantial 
competitive advantages 
in the market.

Inclusive companies are looking for new, more 
effective ways to attract, retain, engage, and enable 
a diverse workforce, and this is not only because 
of the recent wave of DEI movement. It’s also a 
fact that diversity drives innovation and fosters 
organizational success.

One recent survey found that 47% of people 
actively looking for new jobs cited company culture 
as the main reason, and 80% of respondents 
in another survey reported that inclusion is an 
important factor in choosing an employer. In 
organizations where differing perspectives and 
voices are silenced, ignored, or neglected, we often 
see leaders struggling with managing, hiring, and 
retention. However, once an organization has 
established a reputation as a diverse and inclusive 
work environment with clear opportunities for 
advancement and development, it will continue to 
attract a diverse workforce.
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A multi-year series focusing on the benefits of 
diversity by McKinsey & Company has concluded not 
only that the business case for D&I continues to be 
robust, but also that the diversity on executive teams 
is increasingly linked to the likelihood of financial 
outperformance. 

The latest report (Diversity Wins, which followed Why 
Diversity Matters and Delivering Through Diversity) 
found that companies leading in gender diversity 
on executive teams were 25% more likely to have 
above-average profitability than their peers, and 
companies leading in ethnic and cultural diversity 
outperformed others by 36% in profitability. These 
findings emerged from a comprehensive data set 
encompassing 15 countries and more than 1,000 
large companies.

 

“Before you are a 
leader, success is 
all about growing 
yourself. When you 
become a leader, 
success is all about 
growing others.”
Jack Welch, former 
Chairman & CEO of General 
Electric

The business case for diversity in executive teams remains strong.
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1Likelihood of financial outperformance vs the national industry median; p-value <0.05, except 2014 data where 
p-value <0.1. 2n = 383; Latin America, UK, and US; earnings before interest and taxes (EBIT) margin 2010-13. 3n = 991; 
Australia, Brazil, France, Germany, India, Japan, Mexico, Nigeria, Singapore, South Africa, UK, and US; EBIT margin 
2011-15. 4n = 1,039; 2017 companies for which gender data available in 2019, plus Denmark, Norway, and Sweden; 
EBIT margin 2014-18. 5n = 364; Latin America, UK, and US; EBIT margin 2010-13. 6n = 589; Brazil, Mexico, Singapore, 
South Africa, UK, and US; EBIT margin 2011-15. 7n = 533; Brazil, Mexico, Nigeria, Singapore, South Africa, UK and US, 
where ethnicity data available in 2019; EBIT margin 2014-18. Source: Diversity Wins data set



Embracing Diversity & Inclusion | 19

Organizations that value personal differences benefit from inspiring leaders, effective 
communicators, motivated team players and well-rounded human beings who thrive 
and grow in such inclusive and supportive environments. Each person contributes 
a unique package of strengths and gifts to their immediate team and company as 
a whole. That’s why embracing diversity and cultivating inclusion results in high-
performing teams and exceptional business success.

CLOSING THOUGHT: 
Inclusion is an outcome where everyone regardless of their 
unique differences feels welcomed, when your organization 
is truly inviting to all, and where diverse individuals 
are able to fully participate in the decision-making 
processes and development opportunities.
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About
NWCFO

NWCFO becomes your Outsourced CFO, 
Controller, HR Manager, or Trusted Advisor taking 
on a job without the fixed overhead of a full time 
position. We help build your business, drive profits 
to your bottom line, and increase your company’s 
value by instituting best-in-class accounting, 
financial, and HR proven processes and systems.

We deeply respect our business partnerships and 
are in it for the long term, offering exceptional 
tools, resources and support for our valued clients. 
We are also Certified Practitioners of the award-
winning personality assessment program called 
Personalysis, which can help your people discover 
their greatest strengths, become collaboration 
pros, and thrive in the workplace in a much more 
meaningful way.

For more information, 
visit nwcfo.com, email 
info@nwcfo.com 
and follow us on 
LinkedIn, Facebook and 
Instagram. 

T: (509) 590-9080
E: info@nwcfo.com 

https://nwcfo.com/
mailto:info%40nwcfo?subject=
https://www.linkedin.com/company/nwcfo/
https://www.facebook.com/nwcfo
https://www.instagram.com/nw_cfo/
mailto:info%40nwcfo.com%20?subject=

