
Guide 2: Host your Internal Launch Meeting

Pulsely Implementation Guides     

In addition to engaging your leadership team, you will want to engage 
stakeholders from across your organization. This level of involvement 
is critical for broader change management as well as building support 
more broadly across the company. In essence, you are trying to create a 
steering committee for this project but also to build momentum for 
your DEI actions that result.

Our goal is to provide you with the context to: 

Assemble Your internal project 
team

02

Prepare and Conduct your Internal 
Launch Meeting: Proposed Agenda

02



Pulsely Implementation Guides     Guide 2: Host your Internal Launch Meeting

Assemble Your Internal Project Team Proposed Agenda

The role of this team is to facilitate engagement with the program across the organization, advise key 
decisions about the Pulsely data collection, to plan and facilitate your leader debrief, and to ensure an 
effective governance or infrastructure to own the resulting action plan or strategy.


If you already have a Diversity and Inclusion team, council, or task force in your organization, you know 
who will be managing the process and the strategy going forward. With that said, getting support from 
the business is important for you, as well. If your business leaders identify what decisions they would 
like to be able to make based on the output, you will have better guidance for deciding which 
demographics to collect and analyze.

Below is a proposed flow to your team's discussion about the project, their role, and 
what they hope to learn from the findings. 


We have drafted a template of slides that you may choose to use to guide your 
discussion at this project launch meeting with your team. Please take a look and 
download it on the Client Portal, in Supporting Resources.

We recommend that you create a team or task force of 6-8 people chosen from the following 
stakeholder groups

 HR

 Communications/Legal

 Business leaders (include proponents and advocates)

 Key representatives from current employee or DEI groups (task forces, sponsors or leaders of 
employee networks, works councils, etc.).
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Before the meeting, consider if the participants would benefit from any type of pre-read. You may 
want to repurpose what you used to get buy-in from your leadership team in Guide 1 or share Pulsely 
materials in advance.

What is the need for DEI insights at this point in time?

1. Review Project Context

(e.g each person shares how diversity or inclusion are personally important or relevant to 
them).

2. Introductions and personal connection to this work

 Identify workplace dynamics to be evaluated with an inclusion survey

 Discuss the goals of the project

 Gain company-wide engagement in the project

 Shape the data collection process

 Review results together and facilitate a leadership discussion to identify goals, areas 
of focus and priorities

 Build the action plan or strategy to act on prioritized insights

 Ensure ownership and accountability of DEI action plan (build a DEI governance 
structure if necessary)

 Provide oversight and monitor progress.

3. Discuss the role of this group:
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 Identify the diversity or inclusion challenges the organization is facing

 Differentiate which challenges are focused on attracting talent and which are about 
the experiences of employees in the organization. Set aside recruitment challenges 
for now; the Pulsely project is focused on the experiences of current employees in 
your workplace. Yes, inclusion ultimately impacts your ability to attract talent, but it is 
critical at this point to focus on patterns of employee experiences in the workplace.

4. Define the research goals, identify challenges related to the employee 
experience

While the workplace should be a level playing field, the reality is that unconscious bias 
impacts us all. This bias results in a system that unintentionally advantages some groups 
and disadvantages others. Your Pulsely report will analyze differences in demographic 
segments to shed light on where inequity may exist.


You want to carefully choose which demographic information to collect in your survey so 
that you can answer your organization’s hypotheses about inclusion. For example, if 
leaders believe that women are not moving up because they haven’t demonstrated 
commitment, it will be important to analyze data by gender and level to assess whether 
other factors are at play (such as access to influential networks that provide career 
growth opportunities). It is important to consider in-group and out-group dynamics that 
can result in systemic advantages and disadvantages. Are there other contributing 
factors such as caregiving, education, etc?


While meeting with your internal project team, discuss the dominant and non-dominant 
group dynamics at play in your workplace. More clearly identifying these can help you to 
prioritize which demographic variables to examine in your project. Your Pulsely report 
will provide the data you need to evaluate these concerns. 


Please capture your internal team’s hypotheses with the table on the right, to review with 
your Pulsely Advisor.

5. Capture Relevant Hypotheses

Dominant/Non-Dominant Group Dynamics

Ex. Executives, most of whom 
have Masters degree.

Ex. Senior managers who 
predominantly   have stay-at-
home spouses.

Ex. Our first leadership team 
all had MBAs and this is a 
legacy criteria rather than a 
necessity.

Ex. The travel demands of the 
role made it too demanding to 
have caregiving 
responsibilities.

Ex. If you don’t have a masters 
degree, even if you have the 
necessary competencies, you 
are not given opportunity or 
support to develop.

Ex. If you have daily caregiving 
responsibilities you cannot 
talk about your challenges 
because you might be seen as 
less committed.

Ex.

Level

Tenure

Education Level

Ex.

Gender

Marital Status

Caregiving roles

Level

Reflection 
What is the history behind this?

Hypotheses 
How are non-dominant groups 

impacted?

Data Needed

Which data cuts do we need to 

understand inclusion in our 
organization?

Observation

Who are the dominant groups in 

your organization?

 6.1 Current Challenge: Why is this project needed now

 6.2 Expected Outcomes: What do we need to achieve with this project

 6.3 Why Pulsely

 6.4 What is the 3 Step Process

 6.5 What deliverables will we receive?

6. Outline The Pulsely Project

 Determine responsibility for finalizing the project plan and managing project components

 Evaluate whether you are able to commit the personnel resources to manage the project, build the 
strategy, and monitor implementation or whether you plan to work with a consulting partner. 

7. Review the Project Plan and Timeline

Contact your Pulsely Advisor for information on consulting support, if needed.
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8. Decide on Next Steps (possibly at later meeting)

8.1 Factors for Ensuring Success

Ownership

Do we need a new or different governance or infrastructure to own the strategy 
development and implementation when we get our results? If so, you will want to 
formalize this structure while you Collect Data so you can Take Action quickly once you 
have prioritized your actions after you Uncover Insights.

8.2 Discuss additional data needs

 Review Guide 6: Data Decisions in advance

 Baseline demographics - are these sufficient to evaluate the hypotheses you prioritized above

 If there is additional data you need to collect outside the Pulsely Inclusion Survey, capture that 
information and discuss with Pulsely or your consulting partner how we can build that into the Pulsely 
options available with your subscription.

Leadership Discussion

How will we present these findings to leadership and facilitate that discussion? 
Determine if you will do that yourselves, rely on an outside consultant, or request Pulsely 
support. Schedule that date as soon as you have finalized your timeline so you are sure 
to get on your leaders’ calendars.

Team Role and Communication

How would we prefer to communicate as a team - Email, slack channel, etc. ? What 
information would you like to receive or stay apprised of? When should we meet next - to 
plan the governance structure, to review results, others?


