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Terri Cooper | Chief Inclusion Officer, US

Dr. Terri Cooper believes a strong culture of inclusion is key to serving clients with distinction, as complex global challenges increasingly require 
diversity of thought and experience.

As Chief Inclusion Officer for Deloitte US, Dr. Cooper is a member of Deloitte’s Executive Committee. Dr. Cooper believes each and every individual  
has a role to play in creating an inclusive culture, and is passionate about instilling Deloitte’s Six Signature Traits  of an Inclusive Leader - such as 
cultural intelligence and cognizance of bias - across the organization. 

A Principal in Deloitte’s U.S. Consulting practice, Dr. Cooper has spent more than two decades in leadership and strategic advisory roles in the life 
sciences and health care industries. Dr. Cooper frequently participates at industry conferences, speaking on topics relating Diversity and Inclusion 
as well as issues affecting the Life Sciences and Health Care industry. 

Facilitator Information

Emma Codd | Managing Partner for Talent, North West Europe (NWE)

Emma is the Managing Partner for Talent for Deloitte NWE and Deloitte UK and sits on the Executive Committees for both. Alongside these roles, 
Emma leads a client service team of over 50 people within the firm’s Financial Advisory practice.  Since being appointed to the UK Executive 
Committee in 2013, Emma has led significant change to the firm’s talent agenda - most notably in relation to agile working (including the design 
and implementation of the award-winning Time Out programme); gender balance (a focus on culture change alongside targeted interventions -
such as the firm’s industry first return to work programme - which has seen the firm make meaningful progress on this issue); Respect and 
Inclusion (including the award-winning Ask Yourself film and the firm’s unique mandatory inclusive leadership sessions); and Social Mobility 
(including the introduction of academic institution-blind recruitment and contextualisation of academics). 

Emma - who is also a strong advocate of Gender Pay Gap reporting - was named the 2015 Woman of Achievement by Women in the City and in 
2017 she featured in the Financial Times HERoes list which celebrates female leaders who support women in business. In April 2018 Emma came 
second in Accountancy Age’s Women in Finance awards and in June 2018 she won Ambassador of the Year at the Women in Finance Awards. 
Emma is a member of the Patron Group for Access Accountancy and also sits on the Business in the Community gender leadership group. Emma 
lives in London with her husband and their twin 9-year-old daughters.

Email: ecodd@deloitte.co.uk

Email: tecooper@deloitte.com
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Session Overview

Leaders Talk led by Emma Codd | Managing Partner For Talent, North West Europe (NWE)

While the digital world increases the pace of business change and drives greater transparency, 
many of the traditional barriers to female progression remain. Societal norms, stereotypes and 
deeply engrained institutional, cultural and operational norms within organizations must be 
addressed to drive greater gender balance. Join us for an interactive session on the pre-
conditions that need to be in place to drive meaningful and sustainable change. Collectively we 
will discuss the strategies required to successfully break down traditional barriers, and focus on 
practical actions that will create the change required to build inclusive organizations. 

Fix the Workplace, Not Women

Ask Yourself: A Video on Respect & Inclusion

Click to watch

https://www.youtube.com/watch?v=7G0OUHnCudw
https://www.youtube.com/watch?v=7G0OUHnCudw


Key Themes

Progression & Retention

T H E M E  1

There are fewer women in senior 
positions, and women typically 

progress at a slower rate than men.

I S S U E

(Non-)Executive 
Leadership

T H E M E  3

The increased attention on 
‘Women on Boards’ is leading to an 

increase in board positions but 
often in Non-Exec roles.

I S S U E

Workplace Culture & 
Societal Norms

T H E M E  2

Workplace culture and societal 
norms place expectations around 
the roles of men and women and 

biases which inhibit female 
progression.

I S S U E
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Progression and retention

• Culture is generational (it can be like an 
old boys club revolving around banter and 
drinks)

• Women assume they can’t 

• Current culture is conservative and 
resistant to change 

• Men don’t take responsibility for work 
and home 

• We need to encourage people to be more 
open-minded 

Input

• To move away from measuring 
presenteeism to measuring outcomes 
and impact delivered 

• Adopt a more open approach to flexible 
and agile working 

Measuring impact

What’s the idea?

How does it work?
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What needs to change to remove barriers to female progression as well as retaining talented women? (1) 



• With 50/50 male and female new hires, 
retention issue is with work / life balance

• Men only think of men for sponsorship –
women think of men and women 

• There is a lack of role models

• You need the right boss to sponsor you early 
in your career

• Perception is that women make problems 
out of things (too ’sensitive’)

• Men take initiative to apply to roles but 
women need to be asked

• Society expects men to have a career, it is 
not expected of women

• Finding the right life partner who will 
support women in both their career 
ambitions and their home life so that 
they can balance both effectively 

Find the right life partner
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Input

Progression and retention
What needs to change to remove barriers to female progression as well as retaining talented women? (2) 

What’s the idea?

How does it work?



• Holding a significant role with family 
commitment – then having a way to get 
back into the workforce

• Comments about men and paternity leave 
which are not supportive 

• Having support to enter a new career 

• Meetings late at night whilst struggling 
with childcare or home life 

• Male dominant workforce

• Changing the image of perceived ‘male’ 
jobs

• Men making room for women in the 
workplace by taking on more of a role 
and responsibility in the home – and 
women allowing them to do so

Reframing the role of men
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Input

Workplace culture and societal norms
What needs to change in the workplace and society to create a better environment for women to excel? (1)

What’s the idea?

How does it work?



• The perception of women in higher / 
more senior positions

• Women don’t believe in other women

• Macho society 

• Needs to move beyond empowerment 
(institutional and structural) 

• Keep your vulnerabilities 

• Publicise both the cost of losing women 
when they exit companies and the 
respective impact on hiring costs 

Publicise the negative impact of a lack 
of women in companies
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Input

Workplace culture and societal norms
What needs to change in the workplace and society to create a better environment for women to excel? (2)

What’s the idea?

How does it work?



• You can be influential as a non-exec 
leader

• Non-executive roles can help develop 
skills as an executive 

• Struggling with female representation in 
asset management

• In the private sector this is only 6% 

• A global initiative to collect public 
signatures from companies to commit to 
supporting more women into executive 
and non-executive leadership positions

• Board level certification for both men 
and women

#ustoo
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Input

(Non-) Executive Leadership
How might we get more women into executive leadership positions? 

What’s the idea?

How does it work?
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Session Overview

Leaders Talk led by Terri Cooper | Chief Inclusion Officer, US

Notions of leadership today should evolve. Today, many people no longer want to be just invited 
to a ‘party’, they want to ‘dance’. Many are seeking leaders who embody emotional intelligence 
and can cultivate an inclusive culture that fosters acceptance and authenticity across the whole 
organization. This shift in expectation requires a mixture of hard and soft power traits from 
leaders, to enable them to lead a diverse and inclusive workforce where everyone can ‘dance’. 
Join us for an interactive session on the key traits of inclusive leaders. Together we will deep dive 
on the day-to-day actions that leaders can embrace to drive inclusivity in their organizations. 

Inclusion: being asked to dance

Click the icon to read more on the six traits

https://www2.deloitte.com/insights/us/en/topics/talent/six-signature-traits-of-inclusive-leadership.html
https://www2.deloitte.com/insights/us/en/topics/talent/six-signature-traits-of-inclusive-leadership.html
https://www2.deloitte.com/insights/us/en/topics/talent/six-signature-traits-of-inclusive-leadership.html
https://www2.deloitte.com/insights/us/en/topics/talent/six-signature-traits-of-inclusive-leadership.html
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COGNIZANCE

Because bias is a 

leader’s Achilles’ heal

CURIOSITY

Because different ideas and 
experiences enable growth

CULTURAL INTELLIGENCE

Because no everyone sees the 
world through the same cultural 
frame

COLLABORATION

Because a diverse-thinking team is 
greater than the sum of its parts

The six 

traits

Six Traits of Inclusive Leadership

COURAGE

Because talking about 
imperfections involves 
personal risk-taking

COMMITMENT

Because staying the course is 
hard



Cognizant of bias

• Being forward thinking in order to be 
inclusive (e.g. gender neutral bathrooms)

• Being aware that the concept of bias is a 
new concept in some countries 

• Understanding your own bias and opening 
up to others to assess 

• The fact that being driven is perceived as 
‘aggressive’

• Having the ‘bias’ police in each meeting 
so that this can be acknowledged and 
removed from discussions

• A rotating role to ensure everyone is 
accountable for recognising and 
removing bias 

Using systematic processes to manage 
accountability and awareness
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Input What’s the idea?

How does it work?



Courage

• Often people don’t actively listen to what 
is being said

• Comments can be made by both men and 
women on what the other is wearing

• Culturally it is difficult to challenge the 
status quo 

• It is harder for women to contribute if 
they feel they don’t know it all / the 
answer

• Being inclusive to men is sometimes 
overlooked by women

• It takes time to build trust which can be 
difficult when early in a role 

• Use radical candour (directly and quickly) 
to resolve issues, calling people out in a 
firm but fair way

• Deliver feedback in a way that make it 
clear it is for the recipients’ benefit

• Be consistent and reward courageous 
behaviour 

Courageous feedback
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Input What’s the idea?

How does it work?



Commitment 

• Commit to diversity of both skills and 
interests 

• Take action – tone is not enough 

• Words are easy – you have to deliver on 
the commitments which requires sacrifice • Starting with governmental regulation (e.g. 

equal pay standards), this should then filter 
to the CEO and Board of companies to 
champion and demonstrate inclusion. 

• Teams should then be given stretch goals to 
achieve which are reviewed  

A multi-layered approach committed to 
inclusion and diversity
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Input What’s the idea?

How does it work?



Curiosity

• Thinking about “feminine traits” –
mindset about asking 

• Not taking feedback personally 

• Creating an emotional connection

• Fear of offending through curiosity

• Taking patience to understand ‘the full 
story’ 

• Take the time to explore and learn which 
questions to ask – using the phrase: 
“help me understand” 

• Be open to being vulnerable – tell your 
story and include cultural background 

Curiosity takes courage
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Input What’s the idea?

How does it work?



Cultural intelligence 

• Everyone makes assumptions – ageism, 
nomenclature, names

• How do you best understand someone’s 
culture?

• The ability to listen 

• Building in time to get to know people 

• Conducting leader orientation to build 
cultural intelligence from the top 

• Conducting inclusive social activities 
within the working day 

Super human leaders 
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Input What’s the idea?

How does it work?



Collaboration

• Bringing the smallest voice into the room 

• Being conscious of where you are 
physically in a room 

• Having more leaders who are able to lead 
by example • Use reverse mentoring – where less 

experienced team members mentor those in 
leadership positions – to support bringing 
the 6Cs into everyday use in a non-
threatening way

• Use ‘what went well’ / ‘even better if’ to 
capture feedback weekly rather than 
waiting for quarterly feedback sessions

Reverse mentoring and what went well 
(www) / even better if (ebi) 
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Input What’s the idea?

How does it work?
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Highly inclusive leaders are committed to diversity and inclusion because these 
objectives align with their personal values and because they believe in the business case.

Commitment
C H A R A C T E R  T R A I T  1

• Alignment of personal values to inclusion

• Commercial value of diversity and inclusion 
with respect to talent, innovation, customers, 
and new market growth

• How do we emphasize diversity and inclusion as an organizational value now and for the future?

• How can we effectively showcase our own commitment and encourage others to do the same?

• How can we continue to make an effective business case, even as the way we work continues to evolve?

• How do you see diversity and inclusion as fundamental to business for the future?

• Commercial value of diversity and inclusion 
with respect to talent, innovation, customers, 
and new market growth

• Treat all team members with fairness and respect

• Understand the uniqueness of each team member

• Take action to ensure each team member feels 
connected to the group/organization

• Proactively adapt their work practices to meet 
the needs of others

• Treat diversity and inclusion as a business priority

• Take personal responsibility for diversity and 
inclusion outcomes

• Clearly and authentically articulate the value of 
diversity and inclusion

• Allocate resources toward improving diversity and 
inclusion within the workplace

Personal Values

Key Questions

Business Case

What inclusive leaders think about What inclusive leaders think about

What inclusive leaders do What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?
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Highly inclusive leaders speak up and challenge the status quo, and they are humble 
about their strengths and weaknesses.

Courage
C H A R A C T E R  T R A I T  2

• Awareness of personal strengths and 
weaknesses

• How can we empower others to challenge the status quo?

• How do we encourage others to find their voice and share their perspective?

• What is a courageous moment that you’ve experienced in your career?

• What are ways that we can hold others accountable for noninclusive behaviors while maintaining a 
professional relationship? 

• Being an agent for change and the positive 
impact diversity and inclusion can have

• Acknowledge personal limitations and 
weaknesses

• Seek the contributions of others to overcome 
personal limitations

• Admit mistakes when made

• Approach diversity and inclusion 
wholeheartedly

• Challenge entrenched organizational attitudes 
and practices that promote homogeneity

• Hold others to account for noninclusive 
behaviors

• Thrive in a diverse new world

Humility

Key Questions

Bravery

What inclusive leaders think about What inclusive leaders think about

What inclusive leaders do What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?
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Highly inclusive leaders are mindful of personal and organizational blind spots, and 
self-regulate to help ensure “fair play.”

Cognizant of Bias
C H A R A C T E R  T R A I T  3

• Acceptance of bias and concern for its impact

• Moments when they are most vulnerable to bias

• How have you confronted your own biases?

• Have you been in a situation where you’ve experienced unconscious bias? How did you respond?

• How can we support and equip the next generation of leaders to address bias in the workplace? 

• What are ways that organizations can continue to address bias to ensure that everyone has an 
opportunity to ascend into leadership?

• Awareness of how outcomes, processes, and 
communication impacts fairness

• Learn about their personal biases, including 
through feedback

• Follow processes to ensure personal biases do 
not influence decisions about others

• Identify and address organizational processes 
that are inconsistent with merit

• Make fair and merit-based decisions 
about talent (for example, with respect to 
promotions, rewards, and task allocations)

• Employ transparent, consistent, and informed 
decision-making processes about talent

• Provide those affected with clear explanations 
of the processes applied and reasons for 
decisions made

Self-regulation

Key Questions

Fair Play

What inclusive leaders think about What inclusive leaders think about

What inclusive leaders do What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?
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Highly inclusive leaders have an open mindset, a desire to understand how others view 
and experience the world, and a tolerance for ambiguity.

Curiosity
C H A R A C T E R  T R A I T  4

• Their own limitations and the 
value of new and different 
ideas and experiences

• Enhancing one’s own 
understanding of new or 
different perspectives

• Acceptance that some 
ambiguity and uncertainty is 
inevitable

• Do organizations today encourage curiosity in their workforce? How could they do better?

• How have you expressed curiosity in your relationships? 

• How can you encourage your mentees and sponsorees to embrace curiosity?

• When is a recent example when curiosity has helped you solve a problem or enhanced a deliverable?

• Demonstrate a desire for 
continued learning

• Actively seek the 
perspectives of diverse 
others in ideation and 
decision-making

• Withhold fast judgment 
when engaging with diverse 
others

• Listen attentively when 
another person is voicing a 
point of view

• Engage in respectful and 
curious questioning to 
better understand others’ 
viewpoints

• Demonstrate the ability 
to see things from others’ 
viewpoints

• Cope effectively with 
change

• Demonstrate and 
encourage divergent 
thinking

• Seek opportunities to 
connect with a diverse 
range of people

Openness Perspective-taking Coping with ambiguity

Key Questions

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders do What inclusive leaders do What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?
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Highly inclusive leaders are confident and effective in cross-cultural interactions.
Cultural Intelligence
C H A R A C T E R  T R A I T  5

• The personal and organizational 
benefits of learning about, and 
experiencing, different cultures

• The differences and 
similarities between cultures

• Relevant country-specific 
knowledge to operate 
effectively within specific 
geographies (for example, 
business and economic 
knowledge, norms, practices, 
and conventions)

• Acceptance that different 
cultural situations may 
require behavioral adaptation

• Given the continued increase of globalization, what role will cultural intelligence play in the future of work?

• What will future leaders need to consider when navigating cultural intelligence in their organizations?

• What’s an example of successfully expressing cultural intelligence that you’ve recently witnessed?

• In what ways have you challenged yourself to be more culturally intelligent?

• Take an active interest 
in learning about other 
cultures

• Seek out opportunities 
to experience culturally 
diverse environments

• Are confident leading cross-
cultural teams

• Seek information on the 
local context; for example, 
politics and ways of working

• Work well with individuals from 
different cultural backgrounds

• Change style appropriately 
when a cross-cultural 
encounter requires it

• Use appropriate verbal (for 
example, speed, tone, use of 
pause/silence) and nonverbal 
(for example, gestures, facial 
expressions, body language, 
physical contact) behavior in 
cross-cultural encounters.

Drive Knowledge Adaptability

Key Questions

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders do

What inclusive leaders do

What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?
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Highly inclusive leaders empower individuals as well as create and leverage the thinking 
of diverse groups.

Collaboration
C H A R A C T E R  T R A I T  6

• Ensuring that others feel 
able and comfortable to 
contribute independently

• Being disciplined about diversity 
of thinking in terms of team 
composition and processes

• Adapting styles and processes 
to ensure that every team 
member has a voice

• How do you set the tone on your teams for a collaborative environment?

• In what ways should future leaders empower themselves and others to bring diverse perspectives to the table? 

• What are best practices for diverse teams to work together to find a solution?

• How do you encourage others to bring their perspective and voice to the table?

• Give team members the 
freedom to handle difficult 
situations

• Empower team members to 
make decisions about issues 
that impact their work

• Hold team members 
accountable for performance 
they can control

• Assemble teams that are 
diverse in thinking

• Work hard to ensure that 
team members respect each 
other and that there are no 
out-groups within the team

• Anticipate and take 
appropriate action to 
address team conflict when 
it occurs

• Create a safe environment 
where people feel 
comfortable to speak up

• Explicitly include all team 
members in discussions

• Ask follow-up questions

Empowerment Teaming Voice

Key Questions

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders
think about

What inclusive leaders do What inclusive leaders do What inclusive leaders do

Have you seen this character trait in someone you know? What makes them particularly 
good at it? How do they behave? How did they learn to behave like that?



• IN MY 20s • FIRST-GENERATION 

AMERICAN

• MAN • ATHEIST

• IN MY 30s • BLUE-COLLAR • TRANSGENDER • BUDDHIST

• IN MY 40s • WHITE-COLLAR • FEMININE • CHRISTIAN

• IN MY 50s • AFRICAN • MASCULINE • HINDU

• IN MY 60s • BLACK • GAY • JEWISH

• IN MY 70s • AMERICAN • LESBIAN • MUSLIM

• AGE IS JUST A NUMBER! • ASIAN/PACIFIC ISLANDER • NON-BINARY/ 

GENDERQUEER

• SPIRITUAL

• FIRST-GENERATION 

COLLEGE STUDENT

• MULTI-RACIAL • OTHER GENDER • FAITH:NONE

• COMMUNITY COLLEGE 

GRADUATE

• INDIGENOUS 

AMERICAN

• QUEER • CAREGIVER

• IVY-LEAGUE GRADUATE • WHITE • STRAIGHT • ANIMAL PARENT

• PUBLIC COLLEGE/ 

UNIVERSITY GRADUATE

• EAST COAST • VEGETARIAN/VEGAN • GODPARENT

• LEARNING DISABILITY • WEST COAST • CANCER SURVIVOR • GRANDPARENT

• EXTROVERT • MIDWESTERN • DIABETIC • PARENT

• INTROVERT • SOUTHERN • PHYSICAL DISABILITY • NO CHILDREN

• DIVORCED • EUROPEAN • VISUAL IMPAIRMENT • ONLY CHILD

• DOMESTIC PARTNER • EX-PAT • DEAF/HARD-OF-HEARING • SIBLING

• MARRIED • HISPANIC • PREVIOUS/CURRENT 

ANXIETY

• ADOPTED

• SINGLE • IMMIGRANT • PREVIOUS/CURRENT 

CHRONIC PAIN

• AUNT/UNCLE

• IN A RELATIONSHIP • REFUGEE • PREVIOUS/CURRENT 

DEPRESSION

• SINGLE PARENT

• WIDOW/WIDOWER • INDIAN • PREVIOUS/CURRENT PTSD • TWIN

• VETERAN • LATINX • PREVIOUS/CURRENT 

STRESS

• MILITARY SPOUSE/ 

FAMILY MEMBER

• BISEXUAL • RECOVERING SUBSTANCE 

ABUSER

• MULTI-LINGUAL • WOMAN • AGNOSTIC

Social identities overlap and intersect in dynamic ways that shape each individual – Intersectionality 
captures the complexity of the human experience. How may you or your organization only be inviting 
some identities into the workplace, and/or framing employees with just one of their multiple identities?

Intersectionality

Want to learn more about Diversity and Inclusion? Visit our website today!
http://www2.deloitte.com/us/en/pages/about-deloitte/solutions/diversity-inclusion-strategy-services.html

ANYTHING ELSE?

http://www2.deloitte.com/us/en/pages/about-deloitte/solutions/diversity-inclusion-strategy-services.html
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