
What inclusive 
leaders do—
and don’t do
How do some leaders build teams 
that develop better ideas, innovate 
continuously, and drive strong business 
results—all while doing right by everyone?

As leaders improve at making 
these three aspects of 
leadership work together, 
they increase their overall 
impact and make it 
increasingly easy for their 
teams to get things done.

Where inclusive leadership makes a difference

Our work also shows that
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Moving toward inclusion

The most inclusive leaders add purpose to the mix
Our analysis of more than 2,200 surveys taken by organizational 
leaders and their teams shows that inclusive leaders are those who:

Our work adds a new element: 
leaders who build deep 
alignment on a clear purpose 
multiply the power of the other 
aspects of inclusive leadership.6

seek out and value 
individuality to gain 
different perspectives,

and create a sense 
of belonging for all 
team members.5
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Inclusive leaders DO:

Inclusive leaders AVOID:

Making it difficult for others 
to provide feedback

Dictating change to others rather than 
involving them in the process

Creating a stressful 
environment for others

Ignoring the 
development of others

Relying primarily on authority and 
positional power to influence others

Adapt their style easily to 
respond to the demands of 

different situations 

Lead primarily through influence rather 
than authority—yet know when and how to 

make effective use of positional power

Foster collaboration among teams to 
create and implement new ideas

Adapt and transform their 
approach to leadership

Attract 
followers

n = 2263 
Pearson correlation coefficient
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The business case for 
diversity is clear: 
organizations with a diverse 
workforce perform better 
than those without.1,2  

It’s equally clear that numbers 
alone aren’t enough—ensuring 
that people with varying 
backgrounds, career tracks, 
and perspectives feel included 
and fully able to contribute is 
what makes diversity work.3 

Yet a recent Heidrick & Struggles 
survey of executives from around 
the world found that only 27% 
consider their company largely 
inclusive today.4

27%


