
Diversity describes the demographic 
breakdown of a group. Inclusion is the 
degree to which all groups are heard and 
involved in organisational processes and 
decisions. Belonging is when people feel 
accepted, secure and supported as their 
authentic selves. It is only by combining all 
three that organisations can realise the full 
benefits.

Inclusion & 
Belonging

is a key driver of workplace 
wellbeing



Diverse teams with an inclusive culture not only supports 

employee wellbeing, but can boost business performance

through innovation and leadership.

○ A recent study found that organisations with greater diversity

  in leadership reported higher payoffs from innovation and
  stronger financial performance.1

○ Companies in the top quartile for gender diversity are up

  to 25% more likely to achieve above-average profitability.2

○ A field experiment on business students demonstrated stronger performance in terms of sales and profits

  among equal gendered teams compared to male-dominated teams.3

○ Healthy attitudes arise among gender-mixed teams, even in the military.4
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Inclusivity is good for business
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Unconscious bias among managers can lead to discriminatory hiring decisions. 

Whilst this is a complex challenge without a single solution, there are several 

evidence-informed interventions that may minimise the impact of unconscious 

bias:

○ Remove words associated with gender stereotypes from job adverts.1

○ Anonymise applicants to overcome stereotyping.2, 3, 4

○ Provide diversity training for hiring managers.5

○ Test applicants (e.g. work samples or cognitive ability tests) in later stages of the 

hiring process.6,7
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Reduce systematic biases in hiring and promotion processes

Sources:
1. Gaucher at al. (2011)
2. Goldin and Rouse (2000)
3. Oreopoulos (2011)
4. Bertrand and Duflp (2016)

5.   Smith et al. (2015)
6.   Bohnet (2016)
7.   Schmidt et al. (1998)



Enabling all employees the flexibility to work from different locations can drive 

inclusivity and belonging among underrepresented groups, caregivers, and 

individuals with disabilities or intellectual differences, by reducing work 

related stressors that are unique to them.1,2,3

Business leaders should put measures in place to ensure that employees who 
work remotely are considered for promotion,4 receive sufficient feedback,5 and 

work appropriate hours to prevent excessive overtime.6
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Offer flexible working options to accommodate diverse needs
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https://eig.org/remote-work-is-enabling-higher-employment-among-disabled-workers/


Inclusive organisations empower employees by giving them a voice in organisational 

decisions that affect their work and broader life. Employee voice fosters greater 

workplace democracy which can lead to significant improvements

in wellbeing and performance in the short and long-term.1,2,3

○ A study analysing the effects of employee involvement in team decisions 

regarding how work gets done increased employees’ self-reported levels of 

autonomy and wellbeing.4

○ Leaders who build team engagement in critical decision-making processes 

cultivate inclusive workplace climates that spark innovation and improve 

employee job satisfaction.5
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Engage employees in decision-making processes
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Typically led by senior managers, mentoring programmes create supportive 

bonds with employees. Studies show that underrepresented employee groups 

especially stand to gain.1,2

○ An analysis of 829 U.S. firms revealed that mentoring programmes increased 

representation of black, Hispanic, Asian-American women, and Hispanic and 

Asian-American men from 9% to 24%.3

A recent survey reports that less than half (40%) of employees have a mentor at 

work and less than a quarter (23%) have a sponsor.4
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Improve senior-level representation through mentoring and sponsorship
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Making the 
most of this 
resource

The Work Wellbeing Playbook is a concise guide derived from a 
systematic literature review of workplace wellbeing 
interventions. It offers a high-level summary of evidence-based 
interventions categorised by 12 key drivers of workplace 
wellbeing, distilled from over 3,000 academic studies.

Aimed at busy professionals, it provides accessible insights to 
improve employee wellbeing.

This playbook builds upon the World Wellbeing Movement’s 
science-based recommendations for how to measure both how 
employees are feeling at work, and why they are feeling that 
way. You can then use the Work Wellbeing Playbook to address 
the areas for improvement within your organisation.

Business leaders are recommended to keep diversity top of 
mind when leveraging the playbook to craft a holistic employee 
wellbeing strategy for their organisation. While no single 
intervention guarantees success, combining multiple 
interventions across various levels and drivers of wellbeing can 
yield positive results for organisations.

https://worldwellbeingmovement.org/insights/how-to-measure-workplace-wellbeing/
https://m365.eu.vadesecure.com/safeproxy/v4?f=8_M1tW7lBzCOmq-tsr5YffSjS2Ln4oKH86iyUP9VaGHshi_eLVBW_wWPtQf53g1NISue54PlJGSnUCvTfQD3Bw&i=qSl44ZygDLEnrT134r8i6aIBeHZQSLXe2iY21tTWeHWMvtiZOm1IMq3vedGt2iebHzpBy01ugVxPsHEmU55UCA&k=mx7B&r=5YSQFfvy3FJJnkVe9AvosSxulAa0ujJX9kom3oh9pK6shtgirETutKPAXFFm9VEFHgv8emj8NTgifpqFmMjy4Q&s=16e5d800b1ee65c52cd77b7a2477887f3d2018528eee4b8a90b71a254fa3b3e6&u=https%3A%2F%2Fworldwellbeingmovement.org%2Finsights%2Fthe-drivers-of-workplace-wellbeing%2F
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