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Maximising Project Success 
 

It is generally accepted that diversity of thought can lead to 

improved decision making and problem solving as well as 

greater creativity in problem solving. However, there may 

also be negative consequences from having too much 

diversity.  

 

Diversity is not an end in itself: inclusion of these different 

perspectives is key. 

 

We want to investigate the relationship between diversity, 

inclusion and project success, with the aim of developing 

guidelines for the level of diversity and inclusion which 

maximises project success. 

 

 

 
 

Figure 1: Hypothesised relationship between diversity, inclusion and 

project success. 
 

The results of this research could then be used to: 

 

• Determine the best team composition (e.g. Who should 

I put on what team to get the best result?) 

• For recruitment (e.g. Who do I need to employ to get the 

best business outcomes?) 

• To determine training needs (e.g. How do you make 

your existing team your ideal team?) 

 

This idea could be further extended to board composition 

and governance. 
 

Figure 2: Deloitte Diversity Iceberg 
 

Define Problem 
 

Our approach is to work out metrics for diversity, inclusion 

and project success, and develop guidelines for putting 

together teams that are more likely to succeed. 
 

Diversity is defined as “the distribution of differences 

among the members of a unit with respect to a common 

attribute”.(Harrison, DA & Klein, KJ 2007).  

 

We often think about diversity in terms of visible 

characteristics (i.e. those above the waterline in Figure 2), 

but true diversity encompasses both visible and invisible 

characteristics which shape our knowledge, skills and 

abilities.   
 

Inclusion is about “creating the conditions in which diverse 

people can both operate to their full potential and work 

together cohesively”. (Deloitte 2012) 

Collect Data 
 

We have some large clients who are convinced about the 

value of diversity, and we will work with them to collect and 

analyse data on diversity, inclusion and project success. 

 

Data is also available from organisations that manage 

project databases. 
 

While companies already collect data on a number of 

aspects of employee diversity (see Figure 3), this data is 

weakly related to an individual’s knowledge, skills and 

abilities. As such, we may need to collect additional data 

related to education, function, area of expertise, etc.  

 

Companies use voluntary surveys to collect data on 

diversity and inclusion. To collect this data at the project 

level, we propose surveying project teams to gauge 

perceptions on areas like: 
 

• Team collaboration 

• Colleagues listening to suggestions 

• Contribution to decisions 

• Access to information and support. 
 

 
 Figure 3: Employee Diversity Data 
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Source: Equal Employment Opportunity Network of Australasia (2010) 

Fit Model, Test Model, Interpret Results 
 

This will involve: 
 

• Quantification of qualitative data 

• Determining a measure of diversity and inclusion 

• Modelling the relationship between diversity, inclusion 

and project success (allowing for identified controlling 

factors). 

A Role for Actuaries 
 

We see research like this as an opportunity for Actuaries to 

collaborate with other experts and enhance our reputation 

in non-traditional areas by using our knowledge, skills and 

abilities to solve complex, currently unsolved problems. 

 
 

Success = f (Diversity, Inclusion) 
Kirsten Flynn and Rick Shaw 

Source: Deloitte (2012) 


