


terms of creating an impact or change in inclusive leadership competencies 
at the NAO.  

 
 Response:  

 
In Diverse Company (IDC) is excited to bid for the National Audit Office’s Inclusive 
Leadership Learning Offer. We’re a data-driven Diversity, Equity, and Inclusion 
consultancy that leverages a unique blend of psychology, analytics, and behavioural 
science to design bespoke interventions that impactfully meet our clients’ specific 
needs. 
 
For this programme, we will deploy our 3DE (Discover, Design, Deliver, Evaluate) 
methodology, a cornerstone of our exceptional service delivery. 
 
Phase 1: Discovery (February – March 2024) 
 
In this phase, IDC team members will engage with key stakeholders at NAO (e.g., 
your D&I team and L&D colleagues) to better understand your unique context and 
create better alignment about project requirements and deliverables between the two 
teams.  
 
This phase will also be fundamental in establishing responsibilities, roles, plans, and 
protocols for successful project delivery.  
 
We will also elicit any information necessary to ensure the programme’s success. For 
instance, identifying which leadership competencies are more pertinent to the NAO, 
or deriving insights from past learning endeavours. This will enable us to tailor our 
approach and build on the work you have already done rather than replicating it.  
 
Phase 2: Design (March 2024) 
In this phase, we will utilise the insights gathered in Phase 1 to design the 
programme’s content.  
 
We propose constituting a “design working group” of relevant stakeholders from NAO 
(e.g. NAO’s staff network colleagues, members from your D&I team) to guide IDC’s 
content development process (e.g. integrate NAO examples and case studies), as 
well as to review and sign-off the final programme content. 
 
We propose the programme contain the following components: 
 
1. Group Coaching Sessions (10 leaders per session) 
 
Our team of trained leadership coaches will help leaders assess their communication, 
behaviours, attitudes, and beliefs when it comes to inclusion. This component invites 
leaders to self-reflect and identify where they are in their inclusive leadership journey 
and also receive feedback from their peers and gain coaching from us. This will also 
help us with the design phase of the programme.  
 
 
2. Learning Session 
We envision this component to be a 3.5-hour, in-person, interactive learning session. 
To ensure learners stay engaged, we can include the following elements: 

• Videos 
• Reflective exercises  
• Group discussions 
• Experiential activities 
• Polling  
• Stories and case studies  

 
 



For the content of the session, we tentatively propose the following topics based on 
other inclusive leadership programmes we have successfully delivered in the past: 

• Inclusive decision making
• Enhancing cross-cultural competence
• Fostering Empathy
• Inclusive Communication
• Courage, Authenticity, Vulnerability, and their role in enhancing leadership
• Self-awareness in leadership
• Psychological Safety
• Understanding and Managing Bias
• Exclusionary Communication to Avoid
• Being an Inclusion and Anti-Racism Ally
• Fostering Inclusive Collaboration in Teams
• Strategies to Manage Interpersonal & Inter-Team Conflicts
• Inclusive recruitment and retention

(Please note that these topics are only indicative and can be amended based on our 
discussions during the Discovery Phase.) 

To ensure learning is embedded, a core element of our approach is our emphasis on 
habits. Research in behavioural science indicates that sustained behaviour change is 
rooted in small, measurable actions we engage in on a day-to-day basis (i.e., habits). 
As part of the learning session, we will expand on this concept and invite each learner 
to commit to a habit for the duration of the programme. 

3. Resource Pack / Activity Book

To support continuous and sustained learning in this programme, we will provide an 
interactive digital resource pack/activity book containing pre-session and post-session 
resources and activities. This will get learners in the right mindset before attending 
the learning session and provide them with additional learning on topics covered 
within the session. 

4. Reflection Session
In addition to the learning session, we propose having a reflection session a set 
period (usually six weeks) after the learning session to consolidate learning. These 
discussion-based sessions allow participants to reflect on their learnings and discuss 
their progress on their habits with other learners, to process and explore solutions to 
challenges & difficulties, and to make commitments for the future. 

Phase 2.5: Pilot (March, 2024) 
In this phase, we will pilot the learning offer and evaluate the learners' experiences to 
refine the final programme further. Once these changes are made to the programme 
content, we aim for the design working group to give it a final sign-off.  

Phase 3: Delivery (April 2024 – February 2025) 
In this phase, the programme will be rolled out to NAO’s team of 260 leaders. 

• Group coaching sessions will be 1 hour each for 10 leaders per group.

• As per your requirement to deliver the learning session to small groups of 15-
20, we envision having approximately 15 learning sessions and 15 reflection
sessions.









which promotes immediate knowledge access while encouraging regular meetings to foster a 
collaborative environment. This approach helps us stay on track and aligned with the project goals.  
It is vital to have a clear understanding of the critical path and the sequence of activities that are 
necessary for timely completion. The project plan will emphasise this path, and dedicated resources will 
closely track its progress. We at IDC are highly experienced in identifying potential deviations through 
regular risk assessments and are skilled in implementing contingency plans for foreseeable obstacles. 
Our expertise safeguards efficient project management, preventing unnecessary delays and maintaining 
smooth workflow. Once the impact type and severity and root cause of a risk has been established, the 
incident is escalated to the appropriate audience.  Escalation ensures the team leads for the project are 
promptly made aware, enabling them to make risk-based and timely decisions. 

• ‘Minor’ Impact: does not require escalation outside of the conversations with the project manager
• ‘Moderate’ Impact: notify the Head of Content within 48 hours of discovery.
• ‘Significant’ Impact: notify CEO on the day of discovery. Head of Operations/Quality Controller

will also escalate to the executive team.
`
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