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Research shows that diverse and inclusive cultures are more successful than others. Bringing varied backgrounds and viewpoints to
the table results in better decision-making and higher business impact. Yet organizations continue to struggle to create more diverse,
equitable and inclusive cultures–and it starts with the leadership pipeline. Here Diana Faison, Managing Director, Leadership Acceleration,
BPI group, shares some best practices for investing in diverse leaders and creating a plan for a more diverse pipeline.
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