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- Member of ”Leading Humans” Brain trust
- Member of ISS and Mandag Morgen Advisory Boards
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13 years in Nordea
- Group Head of diversity & Inclusion
- Group Head of Leadership & Talent Management in Nordea
- Head Group Wide, Competence Development, Nordea
- HR Head in Nordea Savings & Asset Management,
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eg. Technological Innovation at Teknologisk Institut

- Member of EMEA network of Diversity and Inclusion managers
- Member of business women networks

- Advanced Topic in Diversity management, CBS
- KaosPilot’s 3-year Nordic innovative, leadership & entrepreneurship education.
- Journalistic education in Aarhus (9 months).
- Social Sciences, 2 years, Roskilde University
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My mission: Solving the “Nordic Mystery”

Each year, World Economic Forum publishes a Global Gender Gap report. It
ranks countries according to how gender equal they are overall and how their
gender balance is in leadership.

The gaping cleft between overall and leadership gender equality inspired the
”Nordic Mystery” concept to which I have committed myself to help ”crack
the code”.

Ranking – 144 countries 2014 l 2015 l 2016 l 2017

ICE Overall 1 1 1 1 Leadership 22 32 29

FI Overall 2 3 2 3 Leadership 68 55 55

NO Overall 3 2 2 2 Leadership 58 43 39

SE Overall 4 4 4 5 Leadership 44 31 24

DK Overall 5 14 19 14 Leadership 72 81 80



Diversity is in itself a diversified picture

If companies want to coin diversity, 
they should adopt a diversified vision 
of diversity and understand that 
diversity is infinite.

Diversity is about more than meeting 
numbers of employee demographics.

It is about valuing uniqueness and the 
infinity of differences that constitute 
us as human beings.



Inclusion as the lever for the benefits of Diversity

Diversity

Inclusion

Benefits of 
Diversity



A fundamental “self-understanding” is hindering important progress

Our societies are meritocracies in which only
competencies, performance and individual
choices define your success.



The illusion of meritocracy
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Getting things right…



The right thing to do – the documentation of how we discriminate are massive
Gender bias in organisation
Heidi/Howard & Hanna/Hans syndrome



The power of blind testing

• The representation of women increased from
10% to 45% when the New York Philharmonic
Orchestra adopted a blind audition process
(Goldin and Rouse, 2000)

• In 2012, a Yale research team received replies
from 127 science professors on how they
would regard newly graduated candidates for
the position as laboratory manager. All
applications were identical except that half the
applicants were named Jennifer and the other
half John. On a competency scale from 1 to 7,
John scored 4 and Jennifer 3.3. More of the
professors were willing to hire John for their
own laboratory and they also preferred
mentoring him to Jennifer. Lastly, the
professors offered John a starting salary that
was on average 14% higher than what they
offered Jennifer.



Glass ceilings, Labyrinths and Glass escalators

“When you put all the pieces together, a new picture
emerges for why women don’t make it into the C-suite.
It’s not the glass ceiling, but the sum of many obstacles
along the way”.

By Alice H. Eagly & Linda L. Carli 

Leadership



Bias in organisation
Mads/Muhammed syndrome



ABC of Biases

Affinity Bias
The special connection we have with, and the privileges we give to, ‘people like us’

Benevolent bias
In an attempt to be ‘caring’ and ‘accommodating’, we deny others the option, and decide on their behalf

Confirmation bias
Protects and strengthens our beliefs, giving us reason to continue believing our own thoughts



Experimenters’ bias and potential 

Manager’s expectations
Similar rats were given to a group of experimenters. Half were told that their rats were
“maze-bright” and the others were told that their rats were “maze-dull”. They were
told to expect a steep learning curve for the “maze-bright” rats and little or no learning
for the “maze-dull” rats.

Assessment of potential

For initial management positions, women are assessed with delimited 
potential – men with unlimited potential

Linghag, 2009



Hollywood inspiration

#Metoo

Oscars



Microbehaviours

• Who gets the	high visibility opportunities

• Who gets the	leader attention	and	time

• Do	you in	general	value some teammembers
contributions over	others when together

• Who are invited for	the	informal social	smalltalks	or	
events



It’s often not the big or overt expressions of bias that hurt people and 
organisations…

…it’s the unconscious bias driven micro-behaviours     
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Diversity & inclusion in regulations and legislations

Local legislations
Finland
• The Act on Equality between women and men
• The Non-Discrimination Act

Denmark
• Ligebehandlingsloven (Act on Equal Treatment of Men and Women)
• Forskelsbehandlingsloven (Act on prohibition against discrimination)

Sweden
• The Swedish Discrimination Act (updated 2017)

Norway
• Lov om likestilling og forbud mot diskriminering (likestillings- og

diskrimineringsloven)

The UN Global Compact

• The 10 guiding principles
• The 17 sustainable development goals (SDGs)
• The Women’s empowerment principles
• UN Guiding principles on business and human rights

EU legislations
Directive 2014/95/EU

EU law requires large companies to disclose certain information on the
way they operate and manage social , diversity and environmental
challenges (Directive 2014/95/EU). The information provided should
detail the actions taken to ensure gender equality. Companies are
required to include these non-financial statements in their annual reports
from 2018 onwards.

The Swedish government suggests that the EU directive becomes
Swedish legislation.
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The business case
Research on how Gender Diversity improves corporate performance*

1. Women have a positive impact on organisational 
excellence.

The first research was build on a diagnostic tool which
measures the organisational excellence of a company against
nine criteria. Previous studies had shown that companies that
ranked most highly on these organisational criteria tended to
have operating margins and market capitalisation twice as high
as those of the lower-ranked companies. McKinsey studied
101 companies across a spectrum of industries with different
gender composition. The study showed that companies with
three or more women in top management functions score more
highly for each organisational criterion than companies with
no women at the top.

Source:  Women Matter by McKinsey & Company



Diversity matters – McKinsey business case

Source: Diversity Matters, McKinsey



Gallup has linked engagement with positive business metrics including productivity, profitability, quality, 
employee commitment and retention. Diversity can improve the bottom line. Diversity combined with an 
inclusive culture have an even greater impact on business outcomes.

According to studies cited by Scientific American, organizations with inclusive cultures have greater innovation, 
creativity and bottom line results.

Companies with inclusive cultures have lower turnover, thereby decreasing significant direct and indirect costs.

Companies with inclusive cultures have lower turnover, thereby decreasing significant direct and indirect costs.

An organization with a reputation for being a good place to work for diverse groups has an easier time recruiting talent 
from today’s diverse hiring pool. Research by Harvard Business Review shows that diverse teams process facts more 
carefully and are more innovative.

The business case for diversity & inclusion- reports



“Diverse groups reported less confidence in their performance and perceived their interactions as less 
effective, yet they performed  better than groups with in-group newcomers”.

Creating High performing teams: The good pain
Diverse teams perform better – feel worse

Phillips, Liljenquist and Neale, 2009

Phillips et al. 2009, Personality and Social Psychology Bulletin

“Create the right team by investing time in 
recruitment and assessment, and striving 
for diversity of people and competencies.”

from - Nordea Leadership Competences

% Groups Accurate Perceived Effectiveness

Doing better… but feeling worse
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It not about fixing the women and it is not about blaming the men

It is about “fixing” the organisation.

3-step approach - creating gender balance and diversity

It is an emotional and cultural challenge

But the work needs to balance with research and facts.

It is about change

- challenging our habits and make it happen!



Gender balance and diversity focus in full value chain of key people practices

29

Business
strategy

Attract
Employer 
Branding 

and 
recruitment

Performance
Management

&
Talent 

Management

Leadership
Diversity in all 

leadership 
programmes

Recognition
Compensation and 

benefits

Business 
Results

Company Values

Company Vision



Investors look for new 
drivers of risk and the 
demand for data 
around gender equality 
and other social and 
governance metrics 
continues to grow → 
make  D&I data 
available to investors

Eg. Be a part of 
Bloomberg Gender 
Equality Index 

Choose organisations 
in your supply chain 
that reflect your 
commitments, vision 
and goals for D&I.

Set clear demands and 
standards

Incorporate D&I into 
your talent 
management strategy.
Reflect ™ strategies 
for both individuals 
and teams
Ensure both gender 
represneted on the 
bench behind

Establish diversity 
principles eg. 70% 
majority rule

Ensuring equal pay 
across the whole 
organisation is a legal 
obligation. Be able to 
document you do it.

Identify early on cases 
of unequal 
compensation.

UN 17 Sutainable 
Development Goals 

If Danfoss commit to 
the 17 SDG goal 5 and 
? shuould be considere 
concrete what you do?

Inclusion of 7 
protected groups is a 
swedish obligation -
and an ethical right 
thing to do… ethical 

Listen to your 
employees:

Use Employee 
Satisfaction Surveys to 
ask about inclusion, 
exclusion, harassment, 
etc.

Split the data

Ensure fair, gender-
neutral and bias-free 
assessment
Make gender split 
statistic on 
performance, potential 
and competencies in 
employee assessments

Respect local and 
international 
legislations → New 
regulations in Sweden 
and EU are coming.

Gain clear picture of 
what is expected from 
your organisation.

And data on all from 
harassment to 
development 
possibilities, budgets 
etc.

Check your branding 
for stereotypes and 
bias. 

Mirror inclusion and 
diversity & 
communicate in an 
inclusive language.
Attract the right 
diverse pool of talents 
that your organisation 
needs.

Write inclusively 
balanced job ads.

Train your recruiters to 
minimise bias and 
build an inclusive 
recruitment process.

Decide on recruitment 
principles or policies

Investor Relations Supply Chain Group Legal Employer Branding Recruitment 
Processes

Employee 
Satisfaction

Creating strategies for Gender balance, Diversity & Inclusion Prioritizing efforts 
(1/2)



Creating strategies for Gender balance, Diversity & Inclusion Prioritizing efforts 
(2/2)

Train Leaders in 
inclusive leadership.

Start building your 
pipelines for diverse 
leadership teams via 
bias-free succession 
management.

Provide your 
employees with diverse 
role models.

Ensure fair, gender-
neutral and bias-free 
assessment
Make gender split 
statistic on 
performance, potential 
and competencies in 
employee assessments.

Incorporate D&I into 
your talent 
management strategy.
Reflect ™ strategies 
for both individuals 
and teams
Ensure both gender 
represneted on the 
bench behind

Establish diversity 
principles eg. 70% 
majority rule

Ensuring equal pay 
across the whole 
organisation is a legal 
obligation. Be able to 
document you do it.

Identify early on cases 
of unequal 
compensation.

UN 17 Sutainable 
Development Goals 

If Danfoss commit to 
the 17 SDG goal 5 and 
? shuould be considere 
concrete what you do?

Inclusion of 7 
protected groups is a 
swedish obligation -
and an ethical right 
thing to do… ethical 

Implement  gender and 
diversity split in 
customer satisfaction 
surveys.

Ensure gender balance 
and diversity in 
customer contact.

Ensure gender and 
diversity split in 
product development.

Ensure fair, gender-
neutral and bias-free 
assessment
Make gender split 
statistic on 
performance, potential 
and competencies in 
employee assessments

Incorporate D&I into 
your TM  strategy.
Reflect TM strategies 
for both individuals 
and teams. Make both 
IDD and TDD’s 

Ensure both genders 
are represented at all 
levels.
Establish diversity 
principles, e.g. 70% 
majority rule.
Perceive talent as both 
an individual and team 
strategy/assessment

Ensuring equal pay 
across the whole 
organisation is a legal 
obligation. You need 
to document how you 
guarantee equal pay.

Identify early on cases 
of unequal 
compensation.

Be transparent.

Work according to the 
UN 17 SDGs.

Commit to SDG #5 
The inclusion of the 7 
protected groups is an 
obligation - and it is 
the right thing to do 
ethically.
Create Employee 
resource groups

Leadership Performance 
Management

Talent Management 
& Workforce 

Planning
Compensation & 

Benefits CSR
Customer Relations 

/ Product 
Development



Enrich your D&I strategies 
– from my chapter to a book with guidance for boards 

The most 
essential 
questions 

about 
Equality, 

Diversity and 
Inclusion

Investors, 
suppliers and 

partners

Legislation, 
risk and 

transparency 

People, talent 
and culture 

Core 
business and 

communi-
cations

Customers, 
community 
and market 

growth

How do we ensure that we are compliant with 
current national / regional / supranational 
legislation concerning matters of equality and 
discrimination and that we stay up-to-date with 
new requirements? 

How do diversity and equality considerations 
affect our (policy for) choice of suppliers?
How do we ensure that our supply chain is 
discrimination “free”?

How are we as board members / as 
organization supporting our leaders / 
specialists / HR 
Professionals/individual contributors in 
fostering a gender balanced, diverse 
and inclusive workplace and 
environment?

How are we working with the D&I agenda in other 
areas of our business than HR (e.g. 
marketing/branding, packaging, R&D, design, 
business and product development, customer 
service, partnerships, CSR)? 

Do we fully appreciate how a 
diversified company staff can contribute 
to gaining access to new customer 
segments (e.g. via cultural insights, 
language competencies, networks etc.)?

Guidance for boards chapter, by Marianne Egelund Siig



Transformational strategies need to… 

§ Be supported directly from top management
§ Have the CEO as an ambassador  
§ Present attractive visions

§ Be fully integrated into business goals and 
corporate culture

§ Have the leaders as ambassadors
§ Include committees/taskforces

§ Listen to the employees
§ Include ownership and accountability
§ Facilitate community building
§ Include networks

Top-Down

Middle-Out

Bottom-Up

A transformational change process involving the whole organisation at the same time



Successful transformations 

1. Honour the 
past

2. Calibrate
the reality

3. Co-create
the future



Kvindebevægelsen 1970-1985

● Hvordan har du det?

● Hvorfor har du det sådan?

● Hvad kan vi gøre ved det?





Reflections
Q&A



Thank you for your attention!

Ideas, feedbacks and other inputs are always welcome
marianne.siig@gmail.com

Visit my blog “Det Nordiske Mysterium” 
on Berlingske Business (Danish)


