
Leading research from Catalyst shows that the more inclusive we are, the more 
innovative we can be

Why do you think inclusive workplaces drive a higher activity of innovation?

An organisation’s competitiveness may depend more and more in the future on its ability to create an inclusive 
workplace that uses the talents of a diverse workforce.  Yet many organisations struggle with this, despite research linking 
an ‘inclusive’ culture, where all talent feels valued regardless of gender, ethnic background or sexuality, to higher reported 
innovation and teamwork.   

Catalyst research shows that if an employee feels ‘included’ by an organisation, they are more likely to suggest ideas and 
new ways of doing work and would go above and beyond their job description to get the job done, as well as pitching in to 
help other colleagues.  

To feel ‘included’, an employee needs to feel that they are valued for their ‘unique’ contributions, while also feeling that they 
‘belong’.  We found this magic formula, uniqueness added together with belongingness, equated to feelings of inclusion 
across most countries surveyed by Catalyst.  This was apart from India, where they saw this as being one and the same 
thing.

What trends are you seeing in Europe with how inclusive work cultures are impacting 
innovation?

We know that people who feel different from the dominant majority, including women, racial/ethnic minorities and LGBT 
individuals,  can feel like the ‘other’ in the workplace if they don’t feel valued for their individual contribution.  
The consequences of this for employees and businesses can be subtle, but with damaging effects. 

This feeling of separation means that people may take on the status of an outsider: they are not truly embraced as part of 
the team, feel excluded from opportunities and subsequently may also take a step back—separating 
themselves further from developing relationships with colleagues and being their most innovative selves. In business set-
tings, these feelings typically translate into them being set apart from the power structures at the top.

For instance, feeling different, Catalyst found, had a detrimental effect on a woman’s ambitions: among women who felt 
racially or ethnically different, 46 per cent, were more likely to downsize their aspirations, compared with 33 per cent of 
women who did not feel different.  

Women, who felt racially or ethnically different (29 per cent), were also nearly twice as likely to perceive a “great” or “very 
great” negative impact on their career due to a lack of visible projects, described by Catalyst as ‘hot jobs’ i.e., high profile 
assignments that can propel a high potential’s career ahead, compared with women who did not feel different (15 per cent).

Do you think higher innovation in the workplace will address discrimination, and inequalities?

Taking this one stage further, we know that employees who feel ‘psychologically safe’ are more willing to take risks regard-
less of rank or status.  This psychological safety translates into employees feeling they can be their authentic selves, not 
singled out as an ‘other’ and without fear of risks to their career, social status, or workplace relationships. For instance, for 
an LGBT individual, feeling psychologically safe may mean the difference between being comfortable to be ‘out’ or remain-
ing ‘in the closet’.

And Catalyst research has found that those risks can pay dividends from employees reporting being more innovative at 
work, leading businesses to do different things and do things differently to enhance their results. 

What is your most important diversity and inclusion lesson?

There are many benefits to a company demonstrating inclusive leadership, including higher reported innovation and higher 
reported team citizenship amongst employees, behaviours which can have a profound impact on overall team productivity. 
The tone of organisations comes from the top down, and leaders are in a privileged position to make inclusion work.  

What are Catalyst Europe’s Challenges for the remainder of 2017?

To combat years of systematic and institutional exclusion requires leaders who can demonstrate ‘inclusive’ leadership 
behaviours.  

These leaders need to be held accountable and as male leaders make up the majority they have a key role to play.  
Companies need to create a 'critical mass' of men advocating real change, ambassadors, allies, advocates, men who will 
intervene with their male colleagues to ensure culture change.  Catalyst’s Engaging Men in Gender series and MARC 
(Men Advocating Real Change) initiative and learning programme provide men with the resources and skills needed to 
create a more balanced and inclusive workplace

Inclusive leaders are able to create innovative, dynamic workplaces where employees feel connected to and supported by 
one another, and where diverse groups are able to advance and thrive. In other words, when inclusive leadership and an 
inclusive workplace environment are both present, differences become valued assets rather than risks.

Leading intentionally and altruistically through empowerment, accountability, courage, and humility—or the EACH 
behaviours—help employees feel included. Inclusive leaders empower their employees by encouraging them to develop 
and excel. The more leaders practise these behaviours with their teams, the more employees feel included and have the 
opportunity to be innovative: allowing them to come up with new product ideas; propose new, more efficient ways of doing 
work; or identify previously untapped market opportunities. 

Organisations wanting to create a culture of innovation must recognise that every employee has a fundamental right to 
bring their full, true and whole selves to work. Otherwise, a loss to overall productivity can be the result. 
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