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EXECUTIVE SUMMARY 

Workforce Equality, Diversity and Inclusion (ED&I) is a social, 
moral, and legal obligation. No more so than for the Transport 
sector, which serves every demographic of the UK. Diversifying 
perspectives and valuing difference is now recognised as a critical 
business and economic benefit for transport organisations, and is 
considered a key driver for innovation, sustainability, and understanding 
customer experience. 

To be truly diverse, varied demographics, backgrounds and personalities must be meaningfully 
represented at all levels of business. And to be truly inclusive, those diverse individuals  
and groups must be heard, valued and included – and have equal opportunity in senior leadership. 

An effective ED&I agenda is about genuine culture change, at every level of business. For ED&I to be successful, 
every member of the workforce needs to be educated about, and believe in, the value of inclusive teams. 
Encouraging all communities to bring their value to the table will help businesses thrive in the future. 

Although the sector is making great strides, it must be more ambitious to improve diversity, inclusion and belonging 
at senior management and board level, especially as the sector faces a period of great change. With challenges 
– and opportunities – such as carbon net zero and green travel, recovering passenger numbers and streamlining 
operations with digital transformation, the sector has never been in greater need of fresh, diverse thinking. And 
becoming more diverse and inclusive can deliver transformational results. 

SMARTER DECISION MAKING  
Inclusive teams make better business decisions up to 87% of the time. The decisions  
made by these diverse teams can deliver 60% better results, too. 

MORE INNOVATION AND CREATIVITY 
Inclusive work environments can increase innovation by 83%. And we know that 
innovation is critical to tackling two of the biggest challenges of a generation relevant  
to transport – climate change and digital transformation. 

SECURE WORKFORCE SUSTAINABILITY 
At least 33% of the transport workforce is over 50 years of age. To ensure a continuous 
stream of new talent, the sector can tap into increasingly diverse demographics entering 
the workforce, especially women, ethnic minorities, and LGBTQ+ people. 

STRONGER CUSTOMER RELATIONSHIPS 
71% prefer buying from businesses that align with them. A team that first-hand 
understands diverse customer experiences is instrumental to delivering services that 
customers will continue to use. 

*Statistics from Forbes research

To help your Transport organisation benefit from enhanced representation in its teams, our 
Intuitive ED&I recruitment specialists have compiled practical advice for building a more 
inclusive workforce. Learn from the three sectors leading the way, and find ideas that can  
be implemented in Transport, right now. 
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WHO IS LEADING IN EQUALITY,  
DIVERSITY AND INCLUSION

Among the highest paying sectors globally and in the UK, financial services including insurance  
is making huge strides in ED&I at senior levels. In particular, the sector performs above average in terms of 
gender diversity and is by far the fastest growing in terms of female representation at executive and board level. 

The success of the Finance and Insurance sector depends, in essence, on excellent judgement. From 
anticipating market turns, to projecting cashflow and setting premiums. One small, wrong move can have a 
big impact. In financial organisations, effects of a poor decision are usually felt quickly. It is not unusual for 
misplaced judgement to have wide-reaching and sustained impacts on customers and even markets, staining 
reputation and risking non-compliance. 

Decision making and judgment 
To address these risks and transform outcomes, Finance and Insurance has looked to accelerate ED&I strategy.
There is evidence that inclusive financial cultures generate better judgements and decision making, from board to 
daily task level. From here, organisations can improve not just commercial metrics but risk management, conduct 
outcomes and customer experiences. But why is this? 

Having more diverse voices around the table disrupts the usual approach to problem solving and decision making. 
It is harder to default to siloed, “as we have always done it” thinking, and easier to see an authentic big picture. 
Bringing in those that have been historically left out of the financial services conversation (like women and ethnic 
minorities) yet still feel the impacts of poor judgement, adds important insight and context. With a fuller picture of 
more perspectives, Finance and Insurance can better see the opportunities and risks of its activity, and therefore 
make decisions with greater commercial gain. 

Diverse digital transformation 
Meaningful ED&I progress means tapping into the technological skillsets of an evolving and emerging workforce. 
FinTech, for example, typically has a more inclusive workforce comprising of younger employees and those from 
diverse ethnic backgrounds. As consumer financial services become digitised, and business finance becomes more 
agile, access to digital skills will be paramount to maintain competitiveness. 

The Women in Finance Charter commits to implementing industry actions that improve gender 
diversity in financial services

The Hampton-Alexander Review aims to increase the number of women on FTSE boards and  
in senior finance positions. 

The Race at Work Charter focuses on tackling ethnic disparities in the workplace, especially for  
senior positions 

Finance and Insurance is also a leader in rejecting non-diverse talent shortlists, running job adverts 
with inclusive language and setting metrics for diverse panels

£
#1 
FINANCE AND INSURANCE

WHY IS THE SECTOR A ED&I LEADER?

HOW IS EQUALITY, DIVERSITY AND INCLUSION CHAMPIONED? 

https://www.gov.uk/government/publications/women-in-finance-charter
https://www.gov.uk/government/publications/ftse-women-leaders-hampton-alexander-review
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/747522/Race_at_Work_Charter.pdf
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Providing an essential service to every demographic, Energy and Utilities is deeply engrained  
with people’s lives yet typically seen as routine background noise. But with climate change now a colossal 
global challenge and conversation point, the role and perception of Energy and Utilities is set to be shaken up.  
The sector considers improving diverse representation and contribution as a critical priority as it enters a 
transformational period. 

In no uncertain terms, the viability of the Energy and Utilities sector rests on tackling climate change. 
Unprecedented ideas and practical execution are fundamental to  remaining profitable and sustainable,  
while the moral obligation to future generations also rests heavily on the sector’s shoulders. This is exactly 
where diverse and inclusive teams becomes a force to be reckoned with. 

Cost-efficient carbon neutral 
To achieve net zero and deliver green energy solutions that are practical, affordable, and sustainable for mass 
populations, genuine, game-changing innovation is vital. Net zero is the single greatest challenge faced in  
a generation and calls for the best and most disruptive ideas. The sector champions the role of ED&I in achieving 
this. It openly acknowledges and drives initiatives that encourage the innovative thought  
and fresh, wide-ranging perspectives that can only come from a truly diverse workforce. 

The Energy and Utilities challenge is fourfold. The sector must deliver green solutions, while meeting diverse 
customer needs, complying with tight regulations, and being cost-efficient. It knows that embracing and nurturing 
diverse views is essential to navigating these mission-critical objectives and ensuring that answers work for every 
member of the population. 

Inclusive green jobs for 2050 
With huge green jobs vacancies on the horizon in the European Green Deal (the 2050 long-term plan for climate 
action) the sector is committing to building an inclusive workforce, today. This is not just to benefit from the 
increased effectiveness and innovation of diverse teams. The 2050 plan is a once-in-a-lifetime opportunity for 
Energy and Utilities to truly represent the communities it serves. If customers are better understood through equal 
representation from board to mess room, their needs can be better accommodated and anticipated, ultimately 
strengthening business operations at a sector and organisational level. 

WHY IS THE SECTOR A ED&I LEADER?

The Energy & Utilities Workforce Renewal and Skills Strategy helps to attract and recruit more 
diverse talent 

The Energy & Utilities Inclusion Measurement Framework focuses on diverse leadership and 
progression in the sector 

The Energy CEO Survey learns from diverse leaders about their journeys to senior positions 

The Diversity in Energy Speakers Directory seeks to increase representation of diverse thought 
leaders in the public realm 

The BBC 50:50 Project aims to enhance the diversity of sector spokespeople and speak to members 
of the community 

HOW IS EQUALITY, DIVERSITY AND INCLUSION CHAMPIONED? 

WHO IS DOING EQUALITY,  
DIVERSITY AND INCLUSION BEST?

#2 
ENERGY AND UTILITIES  

https://www.euskills.co.uk/about/energy-utilities-skills-partnership/skills-strategy-2020/
https://www.euskills.co.uk/event/inclusion-commitment-measure-framework-walkthrough/
https://www.pwc.com.br/pt/publicacoes/setores-atividade/assets/energia/pwc-17th-annual-global-ceo-survey-energy-key-findings.pdf
https://www.energy-uk.org.uk/energy-industry/equality-and-diversity/diversity-in-energy-experts-list.html
https://www.bbc.co.uk/5050
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With huge budgets, constant development, and high skills demand, the opportunity for career  
success in Pharmaceutical and Biotech is high. And it is encouraging to see that the sector is actively inviting 
everyone to the table. Leaders such as Johnson & Johnson, Novartis, and Sanofi are funnelling significant 
resources into ensuring that employees have an inclusive work environment, and that there are more diverse 
routes into the sector. 

This is because, in the words of Johnson & Johnson, Pharmaceutical and Biotech can “drive superior business 
results and sustainable competitive advantage” by maximising the “global power of Diversity and Inclusion.” 
As the sector begins to collect accolades for its Diversity and Inclusion efforts, we ask – what can we learn? 

Profitable, people-driven innovation 
Pharmaceutical and Biotech is ruled by what it calls the “Three Ps” – pipeline (for development), product, and 
people. Constant and often unpredictable change, in both medical requirement and demand, means that new, 
safe solutions are needed fast. To achieve this, diversity of thought and creating a culture where the best ideas 
win is fundamental. Better representation and inclusion of diverse voices has been proven to drive innovation, 
with diverse teams continually outperforming their peers. As such, the sector is dedicated to attracting, retaining 
and empowering the best people, which means thinking bigger and looking wider. One sector leader says this is 
“causative, not correlative.” 

Collaborating for better results 
To continue feeding the critical Research and Development and go-to-market cycle, Pharmaceutical and Biotech 
doesn’t just need innovation. It needs profitability too. From investing in ED&I agendas it has found that innovation 
is boosted in teams with diverse leadership. But crucially, these teams are more likely to deliver profitability. To 
continue nurturing this success, the sector champions several enablement initiatives designed  
to enhance empower diverse talent  through leadership positions. 

WHY IS THE SECTOR A ED&I LEADER?

Mosaic @ Biogen is a multicultural resource network to foster awareness and appreciation of ethnic 
diversity, at all level of employees 

Women’s Leadership and Inclusion @ Johnson & Johnson mentors and enables women to climb 
the sector career ladder 

The Alliance for Diverse Abilities @ Johnson & Johnson promotes a culture to support those with 
diverse abilities to become leaders 

Together as One @ Astellas Pharma builds employees’ skills to actively support their LGBTQ+ 
colleagues in the workplace 

The Millennials at Nordisk aims to guide young professionals on how to deliver innovation and 
bottom-line growth

HOW IS EQUALITY, DIVERSITY AND INCLUSION CHAMPIONED? 

WHO IS DOING EQUALITY,  
DIVERSITY AND INCLUSION BEST?

#3 
PHARMACEUTICAL AND BIOTECH  

https://www.phrma.org/-/media/Project/PhRMA/PhRMA-Org/PhRMA-Org/PDF/S-U/TEConomyPhRMA-DI-ReportFinal.pdf
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PRACTICAL  ED&I ADVICE  
FOR TRANSPORT

Learn from the best practices of ED&I leaders  
to help achieve goals and overcome challenges in Transport,  
from going green to driving passenger numbers. 

Digitally Transforming Operations and Service 
Transport, much like Finance and Insurance, is facing a digital transformation reckoning. Digitise and 
modernise or jeopardise competitiveness and see customers switch services. To recover public transportation 
numbers, which have fallen in favour of private journeys or ride sharing, Transport can benefit from the diverse 
perspectives and tech-savviness of inclusive teams. 

From tapping into digital-native diverse hires who develop amazing digitised passenger services, to 
understanding how Transport can be a more inclusive experience for all. Transport can take lead from  
Finance in how to power commercial outcomes with positive ED&I change. Transport can consider: 

1.  Recruiting digital skills from a diverse talent base, to develop digital experiences that make it 
easier and more attractive to choose public transport 

2.  Setting up programmes to increase female representation at senior level, to better understand 
women’s experiences on public transport 

3.  Refusing to recruit from non-diverse talent lists, to increase representation and inclusion 
rapidly but meaningfully 

Going Green and Hitting Targets 
The Transport and Energy and Utilities sector are similar in many ways. Once publicly owned, highly regulated 
and providing an essential service to all. They also share a huge commitment to becoming greener and are 
subject to challenging carbon neutral and sustainable operations targets that can only be achieved through 
ground-breaking innovation. To tackle these targets, Transport can consider: 

1.  Introducing a sector-wide diverse leadership survey to understand the journey to success,  
and how to empower it within the workforce 

2.  Developing an Inclusion Measurement Framework to map improvements in inclusion against 
innovation and successes 

3.  Leading a Workforce Renewal and Skills strategy focused on driving innovation through  
diverse recruitment 

£
FROM FINANCE  
AND INSURANCE 

FROM ENERGY AND 
UTILITIES  
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Profitability and Policies 
Pharmaceutical and Biotech is excellent at leveraging the unique value of diverse and inclusive workforces and 
translating this value into bottom line growth. Similarly to Transport, it has huge overheads and dependence on 
profit margins, and relevancy cannot be taken for granted. The sector has used the power of diverse thought, 
varied perspectives, and tangible experiences to improve profitability, and is dedicated to programmes and 
policies. Transport can consider:  

1.  Creating Resource Networks that build awareness and appreciation of ED&I’s importance 
at every level 

2.  Developing Programmes to support diversity in leadership, with a focus on bottom line 
performance 

3.  Establishing Alliances that encourage colleagues to support and include diverse colleagues for 
meaningful collaboration

4.  Introducing a sector-wide diverse leadership survey to understand the journey to success,  
and how to empower it within the workforce 

5.  Developing an Inclusion Measurement Framework to map improvements in inclusion against 
innovation and successes 

FROM PHARMACEUTICAL 
AND BIOTECH

PRACTICAL  ED&I ADVICE  
FOR TRANSPORT
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SUCCESS INSIGHTS  
FROM AN ED&I LEADER

Loraine Martins OBE, Former Director of ED&I  
at Network Rail 

On opportunities:  
“Especially with technology at our disposal, we have an incredible opportunity right 
now in Transport to build a more diverse workforce that reflects the communities we serve. 
We can all benefit from giving different people opportunities to make a difference, and aligning  
Equality, Diversity and Inclusion with business leadership will be a transformative step for the sector.” 

On priorities:  
“ED&I is not about deficit. It is about adding real value to what you’re doing in an organisation and 
creating an environment that puts people before profits. In my experience, for ED&I to thrive and for 
businesses to get benefits, everyone needs to be brought in. That means support from the top down, 
with everyone from board to breakroom having your back, and understanding the value of diversity. 

Something that has stuck with me to this day is a conversation I had with the Chief Executive of the 
Olympic Delivery Authority, that built the Queen Elizabeth Olympic Park, who I was working with. He 
said, “Loraine, if there’s anything that gets in your way, you need to come to me, and we’ll address it.” 
I was leading ED&I for the programme, and the fact that I had that level of leadership was a pivotal 
moment.”

On challenges:  
“Increasingly, it is becoming clear that we now need to focus on psychological safety in relation to 
ED&I. We have evidence that shows when people feel excluded, they don’t feel at their best. This 
contributes to an environment that is less safe, physically and psychologically. And being in Transport, 
safety is critical. Creating inclusive environments that support colleagues and customers in this area is a 
key focus.”

On approach:  
“ED&I is about relationships and communication. It is behaviourally led, and supported by committed 
processes, rather than being task-led. With diversity, you want people to feel like they belong and are 
fully engaged and are able to deliver high performance. This is all about behaviours. To be truly diverse 
and inclusive, we need to shift cultures by changing historic behaviours.”

Intuitive Talent Solutions are specialists in placing ambitious, diverse senior leaders into permanent and interim 
UK Transport roles. 

For over a decade, we have delivered exceptional talent to names including Abellio, First Group, Arriva and Rail 

Delivery Group, and proudly place ED&I at the heart of their strategic, people-driven process. 

Ready to bring more diversity into your transport team? Visit intuitiverecruitment.com

READY TO TAKE ACTION ON ED&I TODAY?


