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LEADING WITH EQUITY:
Boldly activating diversity and inclusion 
through human capital practices



A PLACE AT
THE TABLEfor everyone

Moderador
Notas de la presentación
Welcome and thank you for joining today, I am  very excited to speak with you about how we are boldly activating Equity Diveristy and Inclusion at Kellogg –and how we are embedding it into our Human Capital practices to drive cultural transformation. 

My goal is to share; 
 
Kellogg’s Leading with Equity strategy—Our story, how we started and  why we lead with Equity 
How to boldly activate equity, diversity and inclusion through your human capital practices 
How to leverage data, to address gaps and accelerate equity within your organization

*** What I will not do today is talk about the case for Diversity and why it is important for organizations. Nor share case studies of why it is the right thing to do. We have to transition to what we need to do to advance meaningful change and hopefully that is what I will do. 

For me, it is about making meaningful progress and boldly championing  Equity, Diversity and Inclusion within our organizations . 

 But before I go into today’s presentation lets watch this short video about Kellogg 

Please play the video



VISION
A good and just world 
where people are not just fed but 
fulfilled

PURPOSE
Creating better days and a place 
at the table for everyone through 
our trusted food brands

Moderador
Notas de la presentación
Our ED&I strategy ties to Kellogg’s deploy for growth strategy and our new Vision and Purpose for the company 

Vision:  A good and just world where people are not just fed but fulfilled
Purpose: Creating better days and a place at the table for everyone through trusted food brands

I am proud to say that Equity was at the front and center when we created our new vision and purpose for the company





D&I programming 
versus strategy

Focused on Business 
Employee Resource 

Groups

Seen as a nice to have,
more compliance

WHY WE STARTED…

More room for 
leader engagement

Moderador
Notas de la presentación
 All across Kellogg, and throughout our history, we have done great work to further diversity & inclusion 

Diversity & Inclusion has always been a priority at Kellogg. 
Also, our talent philosophy and leader commitments ensure we foster equity, diversity and inclusion.

However:
It was more about programming than it was a true strategic imperative
D&I was regarded as a nice to have or a compliance requirement
Activities were driven primarily within our business employee resource groups
And we recognized the opportunity to involve leaders in a more formal way
The opportunity to enhance our commercial strategy with ED&I



Combined functions, 
strategic focus on ED&I

New VP of Talent and 
Diversity

OUR EQUITY, DIVERSITY & INCLUSION JOURNEY

New company vision 
and purpose

GLOBAL STRATEGY 

New ways of 
working due to 

COVID

Racial realities

Moderador
Notas de la presentación
We knew it was imperative for our business and our people to elevate and strengthen our commitment towards Diversity.

Thus, we  enhanced our focus to speed up our pace around the world with a refreshed company-wide ED&I strategy.  

Of course this is what drove me to Kellogg– the ability to drive something new for the organization with a combined focus on Diversity and Talent Management

Over the past year and a half, our journey has been: 

Combined Functions- real strategic focus on ED&I
Integrated Talent and Diversity 
New company Vision and purpose
COVID drove us to think about new ways of working– Further creating an imperative to be inclusive of our colleagues 
Racial realities brought  ED&I even more to the Forefront
All this led to creating our global strategy






STRUCTURE 

• What structures 
do we have in 
place

• How do our 
BERGs remain 
relevant  in this 
journey? 

• What type of 
governance do 
we need?

MEASURE 

• Formalize 
metrics

• Embedding the 
Human Capital 
metrics into 
ED&I

• Leadership 
accountability

• Track progress

BRAND & 
COMMUNICATIONS
• New brand identity 

aligned with vision 
and purpose

• What are  the social 
media and internal 
assets required

• What are the 
communication 
assets?

DEFINE  

• What is our 
strategy? 

• ED&I Vision –
Key Principles 

• Establish One 
Kellogg 
definitions

• Who needs to 
be involved

TRAINING

• Launch it to the 
organization

• Introduce new 
ED&I  concepts 
and definitions 
globally

• Sustainment 
plan beyond 
the launch

HOW WE BUILT OUR STRATEGY

Moderador
Notas de la presentación

Our Kellogg Global strategic objectives were:
Embed ED&I globally 
Aligned with overall company strategy vision and purpose
Drive sustainable educational programs across the company including ED&I education.  
What structures do we have in place to sustain the momentum- Policies, norms procedures , Human capital strategies etc
Ensuring engagement of our employees 
Engaging our leaders Leadership.

In doing so, we built our strategy by first
Defining what and who we wanted to be– This led us to creating a clear vision for the ED&I function as well as the strategic pillars
We identified the structures that needed to be in place, policies, governance etc. 
We created and formalized our scorecard
We created global launch strategy to communicate and train our employees on our new strategy
In tandem, we created a new ED&I brand, reflective of our vision and strategy





EQUITY
Is  about giving each 

person the unique 
support needed to lift 
them up to the same 

opportunity

Stage 4 
INCLUSION & 
DIVERSITY & 
BELONGING

• Culturally embedded
• Employees feel empowered 

to drive change
• Explore differences for 

competitiveness

4

Stage 3
INCLUSION 

& IDIVERSITY  

• Enhance innovation and 
productivity in business

• Drive change in culture
• Embrace and leverage 

differences

3

Stage 2
DIVERSITY & 
INCLUSION

• Contribute to positive social 
impact

• Promote equal opportunity
• Accept differences

2

Stage 1
DIVERSITY

• Reduce legal risks 
through compliance

• Eliminate discrimination
• Tolerate differences

1

WE ARE EVOLVING TOWARD EQUITY

Moderador
Notas de la presentación
We recognized that there are various models and philosophy around how organizations define their D&I journey. We felt it was important to reflect the evolution of where we’ve been in light of the systemic issues particularly faced in corporate America and driving meaningful progress.

I asked the question; why is it that we have been at this for so long and yet we consistently see low representation of racially diverse talent and women? And why is that employees with different diversity dimensions still feel like they do not belong? 

Our conclusion was that unless we recognize that not everyone is starting from the same place, this becomes more of a check the box than driving meaningful progress. 

Equity is more than leveling the playing field. It is ensuring tangible and intangible barriers are removed to ensure our Company’s practices in the workplace, marketplace, and communities are fair and consistent.  

Equity is not the same as Equality.  It is not about giving each person the same things only.   Equity is about giving each person the unique support needed to lift them up to the same opportunity.

Equity is more of a state than a step, it’s hard to strictly define what it looks like since it’ll be different for every organization. 
For us, we used our metrics to understand the gaps we had in both representation and inclusion  and we decided that through intentional human capital strategies, we can remove systemic barriers that get in the way. 

Hence the focus on Equity



OUR ED&I VISION
Become a BEST-IN-CLASS company 

for DIVERSITY & INCLUSION with 
a culture that embraces differences 

and ensures EQUITY FOR ALL.

Moderador
Notas de la presentación
So our vision for ED&I is 

To become a best-in-class company for Diversity & Inclusion with a culture that embraces differences and ensures Equity for all. 

Best-in-class means:
Every employee feels that they have a seat at the table where their voice is heard and they can speak up, in a psychologically safe environment.
Our workforce reflects our customer base, our consumers and our communities so we can best understand and best serve those audiences.
Kellogg is a sought after and preferred employer because of our ED&I focus, helping us attract and retain the very best talent always.
Our people bring their whole, unique selves and best ideas every day – resulting in the very best solutions for our business and to help us win.



LEADING WITH EQUITY

Equity is truly the capstone 
of the journey through 
diversity, inclusion and 

equality.

The best part about 
achieving equity is the 

unique and intangible sense 
of community and 

engagement it creates. 

Equity

Equality

Moderador
Notas de la presentación

As mentioned, a key differentiator of our strategy is that we will Lead with Equity.
 And for us, leveraging our human capital strategies to drive outcomes for all is our goal 





KELLOGG GLOBAL AREAS OF FOCUS

Tangible and 
Visible 
Leadership 
Commitment

Training Talent
Development 
and 
Advancement

Leverage 
Internal and 
External 
Partnerships

Multicultural 
Commercial 
Strategy & 
Execution

| 10

Moderador
Notas de la presentación
Before I delve into our human capital areas, let me first share briefly our five key strategic pillars-- 

Leadership commitment – Overt leadership commitment to ED&I strategies that drive tangible outcomes.

Training – Structured organization-wide training and development agenda that builds ED&I capabilities; ED&I learning roadmap for each employee group.

Talent development and advancement – Equitable talent management strategies to achieve sustainable, tangible outcomes for hiring, developing, promoting and retaining diverse talent. 

Leverage internal and external partnerships – Build and champion internal (BERGs) and foster external relationships that drive positive impact in the workplace and the community. 

Multicultural commercial strategy and execution – Deliver commercial plans that authentically engage and reflect K’s diverse employee and consumer base. Differentiated ED&I infused Go-to-Market strategy that drives growth & strengthens our reputation with talent, customers and consumers.




Tangible and 
Visible 
Leadership 
Commitment

Training Talent
Development 
and 
Advancement

Leverage 
Internal and 
External 
Partnerships

Multicultural 
Commercial 
Strategy & 
Execution

BOLD ACTIVATION THROUGH HUMAN CAPITAL 

Moderador
Notas de la presentación
Now I will focus on three Human capital areas  where we are driving progress ;






ED&I 
Learning Solutions

• Complete foundational ED&I 
learning for the organization

• Executive learning 
experiences and coaching 

Talent Development 
and advancement-

Human Capital 
strategies

• Smarter talent pipelining 

• Talent management metrics 
embedment

• Intentional succession 
planning

• Accelerated development 

• New  virtual onboarding to 
drive  inclusion 

Tangible and Visible 
Leadership 

Commitment

• Defined set of leadership 
commitments on Equity 
globally

• People Manager Goal 
enhancements

• Refreshed Executive
compensation metrics

• Defined inclusive leadership 
behaviors and expectations 

BOLD ACTIVATION THROUGH HUMAN CAPITAL 

Enabled by Analytics & Business Employee Resource Groups

Moderador
Notas de la presentación
There are so many human capital strategies that we are advancing: 

At Kellogg we :

We are holding our leadership teams accountable through new initiatives such as people manager goals , new bonus targets for our leadership, defined inclusive behaviors . 
Learning strategies that are not check the box, but tailored towards the various constituents– Our executive committee,  for instance has a year-long learning agenda as well as our people managers and all our plant employees.
Created a new virtual onboarding program that has inclusion at the forfront
Investment in creating internal program to accelerate development for under-represented groups 
Quarterly talent deep dive against female & minority talent at every People Development Commitment  level with minimum yearly check in 
We have a new executive recruiting function that is well equipped to drive external pipeline and proactive outreach to establish ongoing relationships with diverse talent 
Mandate diverse slate of interviewees of at least one woman and one racially diverse candidate for all GL4+ roles 
Mandate diverse internal and external hiring panels   intentionally targeting demographics with low representation 
Mandate diverse talent deep dives at each People Development Committee levelFocused Development planning for Diverse talent
Formalize advocate and mentorship/sponsorship relationships for underrepresented talent 
We are also exploring Project staffing –Intentional project staffing opportunities for underrepresented key talent 




BERGs Support 

BUILDING OUR HUMAN CAPITAL ENABLERS
Definitions Expected Behaviors Scorecard People 

Goal

Executive 
compensation Goal

Learning Roadmap and 
resources5 Point Rating 

Scale 
Key 

Differentiators 

Micro learning
modules

Moderador
Notas de la presentación
PRISCILLA KORANTENG

Tied to the Resources and tolos that I shared, are specific levers and enablers to drive our human capital strategy. 



TRANSFORMING THROUGH HUMAN CAPITAL
It is about who is making the decisions, where and when . Therefore, we must leverage  your human capital 

strategies and data to drive the outcomes we seek 

What are the systemic 
practices that need to 
change?
For example, Do we have 
balanced succession plans? 

Examine all your 
Human Capital 

practices  through the 
lens of equity

How do we hold 
managers accountable ?

Are our practices 
equitable?
Do we have pay equity?

Do we have the right tools and 
data to drive outcomes?

What systemic language 
needs to change? 

For example, why do we use 
the word “minority?” 

We have the right  
strategic partnerships? 

Moderador
Notas de la presentación
You have heard me share some of the human capital strategies that we are using here. A few more tactical tips and questions that are critical to getting started 




It’s about ...

• An imperative for the organization and driving accountability.

• Driving success through inclusive behaviors. Walking the talk.

• Embedment globally in all our human capital practices and our business.

• Empowering employees to drive innovation and culture change.

• The work of the organization, not the work of HR or the ED&I team.

IT IS A CULTURAL TRANSFORMATION
It is about the willingness to engage in difficult conversations to drive 

systemic change and remove barriers to advance your progress. It also is 
about leveraging your human capital strategies and data to drive more 

impact

Moderador
Notas de la presentación
This is more about how we transform our culture overall and engage in meaningful conversations and drive systemic change. 



• Be bold and unapologetic about the 
transformation.

• Bring people along the journey. Be inclusive. 

• It is not about speed. It is about impact.

• Make it sustainable and NOT the flavor of 
the day.

TIME TO CHANGE IS NOW
It is a journey

Call to action 



To live our vision and fulfill our purpose, 
we must ensure equity for all.

Moderador
Notas de la presentación
To me, this work is meaningful when we have a clear vision to transform the culture of the organization 

Building an Equitable, Diverse, and Inclusive culture is only possible when everyone plays their part. Culture is the heart of every company. It´s about  commitment, engagement, and conviction

We must Lift Up, Seek Out and Lead In.

Thank you.



I’m a mom, what is 
your SUPERPOWER?

THANK YOU
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