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MEASURING DIVERSITY
FOR PRODUCTIVITY

A new Measurable Approach

Abstract

This paper explores measuring DEI and its impact on productivity in organizations. It discusses
various methods for assessing and quantifying DEI, including demographic data analysis, employee
surveys, turnover rates, pay equity analysis, and more. The paper emphasizes the importance of
interpreting these metrics in the context of organizational culture. It also examines ways to
measure DEl's effect on productivity, such as employee engagement surveys, performance
evaluations, team performance assessment, and innovation metrics. Overall, the paper highlights
the significance of DElI measurement for enhancing inclusivity, transparency, and employee
engagement, proposing the Productivity Powered by Diversity (PPD) index as a potential tool for
measuring DEI productivity and progress.
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Introduction

The Productivity Powered by Diversity (PPD) program and training is a comprehensive initiative
aimed at harnessing the strength of diversity to drive productivity and create an inclusive
workplace environment. The program's objectives revolve around identifying and addressing
diversity issues and barriers, promoting ongoing education and training, and implementing
actions for positive change. By leveraging various strategies, the PPD program aims to enhance
productivity while fostering diversity, equality, and inclusion (DEI).

Diversity plays a pivotal role in fostering productive and
inclusive work environments. However, quantifying and
measuring the impact of DEI efforts can be complex due to
the multifaceted nature of these concepts. While a

Y o~ universally accepted metric for DEI measurement may not
S exist, organizations can employ various methods to gauge
V. their progress. This paper explores the importance of

measuring DEI in driving productivity improvement and
presents key areas and approaches for DEI assessment. It
also introduces the Productivity Power by Diversity (PPD) program's unique Diversity Index
equation, designed to offer insights into an organization's overall DEI performance and its effect
on productivity. Organizations can enhance productivity, promote inclusivity, and achieve
sustainable growth by understanding the significance of DEI measurement and leveraging a
comprehensive Diversity Index.

Measurable DEI Effect on Productivity

Can DEI be Measured?
Assessing and measuring diversity, equality, and inclusion (DEI) efforts

can be challenging due to these concepts' complex and multifaceted » ‘;’
nature. While there may not be a single universally accepted metric to ille:
quantify DEI, organizations can employ various methods to gauge their X R il "

progress. Here are some approaches used to measure DEI:

1. Demographic Data: Collecting and analyzing demographic data within an organization
can provide insights into the representation and diversity of employees at different levels
and departments. This data may include gender, race, ethnicity, age, and other relevant
factors.

2. Employee Surveys: Conducting anonymous surveys or questionnaires can help gather
employee perceptions and experiences related to DEIL. Questions may cover topics such
as inclusivity, bias, workplace culture, and opportunities for advancement.

3. Turnover and Retention Rates: Tracking turnover rates among employees from different
demographic groups can highlight potential issues. Higher turnover rates for specific
groups might indicate problems with inclusion and retention.

4. Pay Equity Analysis: Examining compensation data to identify potential disparities based
on gender, race, or other factors can provide insights into potential inequities and areas
for improvement.



5. Employee Resource Groups (ERGs): Monitoring the establishment and engagement of
ERGs or affinity groups within the organization can be a measure of inclusivity and
support for underrepresented communities.

6. Training and Development Programs: Assessing the participation and impact of DEI
training initiatives can provide an indication of organizational commitment and employee
engagement in DEI efforts.

7. Supplier Diversity: Measuring the diversity and inclusion of suppliers and contractors can
be relevant for organizations with supplier diversity programs.

It is important to note that while these metrics can provide insights, they should be interpreted
and utilized with care. DEI is a comprehensive and ongoing journey, and measurements should
be considered in the broader context of organizational culture, policies, and initiatives aimed at
fostering inclusive environments.

How can we measure the DEI effect on an organization's productivity?
Measuring the direct impact of diversity, equality, and inclusion

=1 _ (DEI) efforts on an organization's productivity can be challenging, as
| numerous factors influence productivity. However, there are ways to
K= o ' assess the potential link between DEI and productivity. Here are a
| \%7-z few approaches:

1. Employee Engagement Surveys: Conducting regular surveys to

measure employee engagement can help gauge the impact of DEI on
productivity. Engaged employees tend to be more committed, motivated, and productive.
Analyzing survey responses from different demographic groups can provide insights into
the relationship between DEI efforts and engagement levels.

2. Performance Evaluations: Evaluating employee performance data can help identify
disparities based on gender, race, or ethnicity. Significant differences in performance
ratings or outcomes may indicate potential bias or inequities in the organization that need
to be addressed.

3. Employee Retention and Turnover: Tracking retention rates and turnover rates across
different demographic groups can provide insights into the effectiveness of DEI
initiatives. Higher retention rates for diverse employees may positively impact
productivity, as it reduces turnover costs and maintains valuable talent.

4. Team Performance: Assessing the performance of diverse teams compared to non-diverse
teams can provide insights into the benefits of diversity. Studies have shown that diverse
teams can bring a broader range of perspectives and innovative ideas, potentially leading
to improved problem-solving and decision-making, which can positively impact
productivity.

5. Innovation and Creativity: Organizations that foster a diverse and inclusive culture are
often more likely to encourage creativity and innovation. Tracking metrics related to new
product development, idea generation, or patent filings can provide indicators of the
impact of DEI on innovation, which can, in turn, contribute to productivity gains.

It's important to remember that measuring the direct impact of DEI on productivity can be
challenging due to the complex nature of these relationships. Correlations between DEI efforts



and productivity should be analyzed in conjunction with other organizational factors and
business outcomes to gain a comprehensive understanding.

The Importance of DEI Measurement for Productivity Improvement

The measurement of diversity, equity, and inclusion (DEI) is crucial for organizations to improve
and create inclusive work environments to be productive. By quantifying and assessing DEI
efforts, organizations can identify gaps, track progress, promote accountability and transparency,
and enhance employee engagement and satisfaction. Key areas for DEI measurement include
analyzing workforce composition, evaluating the employee

experience, assessing leadership and management practices,

reviewing policies and practices, and measuring the impact

of training and development initiatives. While there is no

universally accepted Diversity Index standard, organizations

can refer to established frameworks such as SHRM and ISO 3

30415 for guidance. Developing an effective Diversity \" J ( , _/
Index requires defining clear metrics, comprehensive data

collection, regular assessments, inclusive employee input, A

and a focus on continuous improvement. By applying a /-k

customized Diversity Index, organizations can enhance @
productivity, foster inclusive cultures, and achieve

sustainable growth.

The Productivity Powered by Diversity (PPD) Diversity Index offers a starting point for
measuring DEI productivity within an organization. It incorporates factors such as
representation, inclusion, equity, bias mitigation, and awareness. The equation is designed to
capture the interplay of these factors, providing a numerical representation of the organization's
overall DEI performance and effect in productivity. However, it is important to note that the
equation can be customized based on the organization's unique circumstances and goals. Regular
review and refinement in overcoming workforce biases and preferences, with the equation will
ensure its relevance and effectiveness in measuring DEI productivity. PPD program proposes
strategies to develop an effective Diversity Index that can show the productivity improvement
within the organization.

Benefits of DEI Measurement
DEI measurement plays a pivotal role in organizational improvement. By quantifying and
assessing DEI efforts, organizations can:

o Identify Gaps: Measurement enables organizations to identify disparities, biases,
and areas of improvement within their workforce.

e Track Progress: Measuring DEI provides a baseline and enables organizations to
track progress over time, ensuring they stay on course towards their goals.

e Accountability and Transparency: Measurement holds organizations accountable
for their DEI initiatives and fosters transparency, allowing stakeholders to
evaluate their commitment and progress.

o Employee Engagement and Satisfaction: By understanding and addressing DEI
concerns, organizations can enhance employee engagement, satisfaction, and
overall well-being.



Key Areas for DEI Measurement
Several areas should be considered while measuring DEI within an organization:

Workforce Composition: Assessing employee demographics, representation at
different levels, and diversity in hiring and promotion practices provides insights
into representation and equitable opportunities.

Employee Experience: Measuring employee satisfaction, engagement, and
inclusion through surveys and feedback helps gauge the effectiveness of DEI
initiatives and identify areas for improvement.

Leadership and Management: Evaluating the diversity of leadership positions,
equitable decision-making processes, and inclusivity in management practices is
crucial for driving meaningful change.

Policies and Practices: Reviewing policies, procedures, and practices to eliminate
biases, ensure fairness, promote equal opportunities, and support employee well-
being.

Training and Development: Assessing the impact of DEI training programs on
employee knowledge, behavior, and cultural competence is essential for fostering
an inclusive organizational culture.

Existing Guidelines and Standards

While there is no universally accepted Diversity Index standard, organizations can refer to
established frameworks and potential guidelines:

Society for Human Resource Management (SHRM): SHRM provides resources,
best practices, and guidelines for organizations to promote diversity and inclusion
in the workplace, offering valuable insights for DEI measurement.

International Organization for Standardization (ISO): ISO has developed ISO
30415, a standard for Diversity and Inclusion in the workplace. Although not
widely adopted, it offers a framework for organizations to align their DEI efforts.

Creating an Effective Diversity Index

To develop an effective Diversity Index that enhances productivity within the organization,
consider the following suggestions:

Define Clear Metrics: Establish measurable and specific metrics aligned with
organizational goals and values.

Comprehensive Data Collection: Collect and analyze relevant data, including
demographic information, employee feedback, and performance indicators, to
provide a holistic understanding of DEI.

Regular Assessments: Conduct periodic assessments to track progress, identify
trends, and make data-driven decisions.

Inclusive Employee Input: Involve employees at all levels in the design,
implementation, and evaluation of DEI initiatives, ensuring their perspectives are
valued.

Continuous Improvement: Utilize DEI measurement as a tool for continuous
improvement, fostering a culture of learning and adaptation.



Diversity Index Equation

Creating a comprehensive Diversity Index equation requires consideration of multiple factors.
While there is no universally accepted equation, here's a Diversity Index equation used by JC
Production's for the Productivity Power by Diversity program, that can serve as a starting point
for measuring DEI productivity within an organization:

(Representation Score x Inclusion Score x Equity Score)
Diversity Index =

(Bias Score X Awareness Score)

Where:

1. Representation Score: This factor assesses the level of diversity and representation
within the organization. It considers demographic data, such as gender, race, ethnicity,
age, and other relevant factors. It measures the proportion of underrepresented groups in
relation to the overall workforce.

2. Inclusion Score: This factor evaluates the organization's inclusive culture and practices.
It considers employee feedback, survey responses, and perceptions of inclusivity within
the workplace. It assesses aspects such as employee engagement, psychological safety,
and a sense of belonging.

3. Equity Score: This factor measures the presence of equitable policies and practices
within the organization. It evaluates pay equity, fair promotion processes, equitable
access to opportunities, and the absence of discrimination or bias in decision-making.

4. Bias Score: This factor examines the organization's efforts to address unconscious biases
and mitigate their impact. It assesses the implementation of bias training programs,
awareness campaigns, and policies to minimize bias in recruitment, performance
evaluations, and day-to-day interactions.

5. Awareness Score: This factor captures the level of awareness and understanding of DEI
concepts within the organization. It assesses the effectiveness of DEI training initiatives,
educational programs, and resources that promote cultural competence, empathy, and a
broader understanding of diversity-related issues.

By combining these factors using multiplication, the Diversity Index equation captures the
interplay of representation, inclusion, equity, bias mitigation, and awareness. The resulting
Diversity Index provides a numerical representation of the organization's overall DEI
performance, which can be used as a multiplier when measuring DEI productivity within the
organization. The specific weightings and scales for each factor can be customized to reflect the
organization's priorities and objectives.

It's important to note that the Diversity Index equation provided is a simplified example, and
organizations may choose to include additional factors or adjust the equation based on their
unique circumstances and goals. The equation should be regularly reviewed and refined to ensure
its relevance and effectiveness in measuring DEI productivity.

Representation Score
The "Representation Score" in the Diversity Index refers to the measurement of diversity and
representation within the organization. It assesses the extent to which employees from diverse



backgrounds are represented across different levels and

- departments. The score evaluates the proportion of

. n (Feest) underrepresented groups in relation to the overall workforce and
provides insights into the organization's efforts to achieve a diverse

‘o and inclusive workforce.

. ' Measuring the Representation Score involves collecting and
’ analyzing relevant demographic data about employees. The data
can include factors such as gender, race, ethnicity, age, disability status, and other relevant
characteristics. The organization can gather this data through voluntary self-identification
surveys or by aggregating information from HR records, payroll systems, or other data sources.

To calculate the Representation Score, organizations typically compare the proportion of
employees from underrepresented groups with the overall workforce composition. For example,
if a company has 30% women employees but women make up 50% of the population, the
representation score for gender diversity would be 0.6 (30% / 50%).

When considering the levels at which representation should be measured, organizations should
assess multiple dimensions, including:

1. Overall Workforce: This refers to the representation of different demographic groups
within the entire employee population. It provides a broad view of diversity across the
organization.

2. Leadership and Management: Examining representation at leadership levels, such as
executive teams, management positions, and board members, is crucial. It evaluates
whether diverse talent has opportunities to ascend to leadership roles.

3. Departments and Teams: Assessing representation within different departments and
teams helps identify disparities or imbalances in specific areas. It provides insights into
the distribution of diverse talent across functional areas.

4. Career Levels: Analyzing representation at various career levels, such as entry-level,
mid-level, and senior-level positions, helps identify potential barriers or gaps in career
progression.

5. Intersectionality: Consideration should be given to the intersectionality of identities and
how representation may differ for individuals who belong to multiple underrepresented
groups.

The levels of representation measurement should align with the organization's goals, industry
benchmarks, and relevant legal requirements. By evaluating representation across different
levels, organizations gain a deeper understanding of diversity gaps and can implement targeted
strategies to improve representation and create a more inclusive environment.

It is important to handle demographic data with confidentiality and privacy considerations,
ensuring compliance with applicable laws and regulations, and ensuring the data is used solely
for the purposes of promoting diversity and inclusion.

Inclusion Score

The "Inclusion Score" in the Diversity Index measures the level of inclusivity within the
organization. It assesses the extent to which employees feel a sense of belonging, psychological
safety, and equal opportunities within the workplace. The Inclusion Score focuses on evaluating



the organization's culture, practices, and policies to create an inclusive
environment where diverse individuals can thrive and contribute effectively.

Measuring the Inclusion Score involves gathering feedback from employees
through surveys, interviews, focus groups, or other means of collecting
qualitative and quantitative data. The data collected should capture employees'

perceptions, experiences, and satisfaction levels related to inclusivity within the organization.

Key aspects to consider when measuring the Inclusion Score include:

1.

Employee Feedback and Perceptions: Conducting surveys or feedback mechanisms to
gauge employees' experiences and perceptions of inclusivity within the organization. This
may involve questions about whether employees feel valued, respected, and included, as
well as their experiences of bias or discrimination.

Psychological Safety: Assessing employees' sense of psychological safety, which refers
to feeling safe to express ideas, take risks, and be authentic without fear of negative
consequences. This can be measured through survey questions or qualitative feedback.
Equal Opportunities: Evaluating whether all employees have equal access to resources,
opportunities for growth and development, career advancement, and participation in
decision-making processes. This includes assessing fairness in performance evaluations,
promotion practices, and access to training and development programs.

Inclusive Policies and Practices: Reviewing organizational policies and practices to
ensure they promote inclusivity. This may include policies related to recruitment and
hiring, flexible work arrangements, accommodations for diverse needs, and the
promotion of diversity within leadership roles.

Employee Resource Groups (ERGs): Assessing the presence and effectiveness of ERGs
or affinity groups within the organization. These groups provide platforms for
underrepresented employees to connect, support each other, and advocate for inclusion.
Organizational Communication: Evaluating the effectiveness of communication channels
and practices in fostering inclusivity, such as transparent communication, active listening,
and opportunities for employee feedback and input.

The levels at which inclusion should be measured may include:

1.

Organizational Level: Evaluating inclusivity at the overall organizational level,
considering the collective experiences and perceptions of employees across different
departments and teams.

Team Level: Assessing the inclusivity within individual teams or departments to identify
potential variations in experiences and address any barriers to inclusion.

Leadership and Management: Evaluating the inclusivity demonstrated by leaders and
managers in their interactions with employees, decision-making processes, and support
for diversity-related initiatives.

Employee Engagement: Measuring the level of employee engagement and satisfaction, as
engagement is closely linked to inclusion. Engaged employees feel a sense of belonging,
purpose, and connection to the organization.



By measuring the Inclusion Score at different levels, organizations can identify areas where
inclusivity may be lacking and implement targeted strategies to enhance inclusion and create a
supportive environment for all employees.

Equity Score

The "Equity Score" in the Diversity Index measures the presence of equitable policies, practices,
and opportunities within the organization. It assesses whether individuals from diverse
backgrounds have fair and equal access to resources, benefits, career advancement, and decision-
making processes. The Equity Score focuses on evaluating the organization's commitment to
eliminating bias, promoting fairness, and addressing systemic inequities.

Measuring the Equity Score involves examining various aspects of the organization's operations
and assessing their alignment with principles of equity. Here are key considerations for
measuring the Equity Score:

1. Pay Equity: Evaluate compensation structures to ensure equitable pay practices. Assess
whether employees receive fair compensation based on their roles, experience, and
performance, irrespective of gender, race, or other protected characteristics.

2. Promotion Practices: Analyze promotion processes to ensure transparency and fairness.
Assess if promotion decisions are based on merit and eliminate biases that may hinder
opportunities for underrepresented groups.

3. Career Development Opportunities: Evaluate the availability of training, mentorship, and
professional development opportunities for all employees. Assess whether employees
from diverse backgrounds have equal access to resources that enhance their skills and
advance their careers.

4. Resource Allocation: Examine how resources, such as budgets, projects, and high-profile
assignments, are allocated. Ensure equitable distribution to avoid favoritism or
exclusionary practices that may perpetuate inequities.

5. Decision-Making Processes: Assess whether decision-making processes involve diverse
perspectives and input. Evaluate mechanisms that prevent disproportionate influence by a
specific group and ensure inclusive decision-making at all levels.

6. Employee Benefits and Support: Review employee benefits to ensure they meet the needs
of diverse employees and address potential inequities. Consider factors such as parental
leave policies, accommodations for employees with disabilities, and support for
caregivers.

Levels to consider when measuring the Equity Score include:

1. Overall Organizational Level: Assess the organization's commitment to equity in policies,
practices, and resource allocation across the entire workforce.

2. Department and Team Level: Examine equity within specific departments and teams.
Identify potential disparities or biases in career opportunities, access to resources, and
decision-making processes within these units.

3. Leadership and Management: Evaluate whether leaders and managers actively promote
equity, ensure fairness in decision-making, and advocate for inclusive practices
throughout the organization.

By measuring the Equity Score at multiple levels, organizations can identify areas where equity
may be lacking and implement strategies to address systemic biases and inequities. It fosters a



more inclusive and fair environment where individuals from diverse backgrounds have equal
opportunities for growth, development, and success.

Bias Score

The "Bias Score" in the Diversity Index refers to the measurement of biases within
the organization and the effectiveness of efforts to mitigate them. It assesses the
extent to which unconscious biases, stereotypes, and prejudices impact decision-
making, opportunities, and experiences for individuals from diverse backgrounds.
The Bias Score focuses on identifying and addressing biases to promote a more
inclusive and equitable environment.

Measuring the Bias Score involves evaluating various aspects of the organization's practices,
processes, and culture. Here are key considerations for measuring the Bias Score:

1.

Bias Awareness: Assess the organization's efforts to raise awareness about unconscious
biases and their impact. This may include providing training programs, workshops, or
educational initiatives that enhance employees' understanding of biases and promote self-
reflection.

Recruitment and Hiring Practices: Examine recruitment and hiring processes to identify
and eliminate biases that may influence candidate selection. Assess whether there are
mechanisms in place to ensure fair and objective evaluations, such as structured
interviews and diverse hiring panels.

Performance Evaluations: Evaluate performance evaluation systems for potential biases.
Assess whether there are clear criteria, consistent evaluation methods, and training for
managers to mitigate the influence of biases on performance assessments.
Decision-Making Processes: Examine decision-making processes across various aspects,
including promotions, project assignments, and resource allocation. Assess whether
mechanisms are in place to prevent biases from influencing these decisions, such as
diversity considerations and diverse representation in decision-making bodies.

Inclusive Policies and Practices: Review organizational policies and practices to identify
and eliminate biases. This may involve analyzing policies related to parental leave,
flexible work arrangements, or other areas where biases may inadvertently influence
outcomes.

Levels to consider when measuring the Bias Score include:

1.

Organizational Level: Evaluate the organization's overall commitment to addressing
biases and promoting awareness. This involves assessing the presence of diversity and
inclusion programs, policies, and ongoing initiatives to mitigate biases.

Leadership and Management: Assess the role of leaders and managers in addressing
biases. Evaluate their understanding of biases, commitment to fostering an inclusive
environment, and actions taken to mitigate biases within their spheres of influence.
Employee Interactions: Evaluate the day-to-day interactions among employees to identify
potential biases and microaggressions. Assess whether there are channels for reporting
and addressing incidents of bias and whether employees feel supported in raising
concerns.

Organizational Culture: Examine the organization's culture and values to identify any
systemic biases embedded in norms, traditions, or unwritten rules. This may involve
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assessing inclusive practices, celebrations of diversity, and the presence of affinity groups
or employee resource groups.

By measuring the Bias Score at different levels, organizations can identify areas where biases
persist and implement targeted strategies to minimize their impact. It promotes a more inclusive
and fair culture where individuals are evaluated and treated based on their merits and potential
rather than preconceived biases.

Awareness Score

The "Awareness Score" in the Diversity Index measures the level of awareness and
understanding of diversity, equality, and inclusion (DEI) concepts within the organization. It
assesses the extent to which employees are knowledgeable about DEI issues, cultural
competence, and the importance of fostering an inclusive environment. The Awareness Score
focuses on evaluating the organization's efforts to promote DEI awareness and education.

Measuring the Awareness Score involves assessing the knowledge, attitudes, and behaviors of
employees regarding DEI. Here are key considerations for measuring the Awareness Score:

1. Training and Education: Evaluate the availability and effectiveness of DEI training
programs and educational initiatives within the organization. This may include
workshops, seminars, e-learning modules, or diversity-focused sessions that aim to
enhance employees' understanding of DEI topics.

2. Cultural Competence: Assess employees' cultural competence and their ability to
navigate and interact effectively in diverse environments. This can be evaluated through
self-assessment surveys, behavioral observations, or case studies that measure employees'
awareness and skills in handling cross-cultural interactions.

3. Communication and Information: Examine the organization's communication channels
and practices related to DEIL. Assess the dissemination of DEI-related information,
resources, and updates to ensure employees have access to relevant knowledge and
opportunities for continuous learning.

4. Employee Engagement: Evaluate the level of employee engagement and participation in
DEI-related activities and initiatives. This includes assessing employees' involvement in
employee resource groups, diversity committees, or other forums that promote DEI
awareness and engagement.

5. Feedback and Perception: Gather employee feedback on their perceptions of the
organization's commitment to DEI, their comfort level in discussing DEI topics, and their
understanding of the impact of DEI on organizational success. This can be done through
surveys, focus groups, or individual interviews.

Levels to consider when measuring the Awareness Score include:

1. Organizational Level: Assess the organization's overall commitment to DEI awareness.
This involves evaluating the presence of DEI training programs, communication
strategies, and the integration of DEI concepts into organizational values and mission
statements.

2. Department and Team Level: Evaluate the awareness and understanding of DEI concepts
within specific departments and teams. This includes assessing employees' knowledge of
DEI-related issues that are relevant to their respective work contexts.
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3. Leadership and Management: Assess the awareness and understanding of DEI among
leaders and managers. Evaluate their role in promoting DEI awareness, fostering an
inclusive culture, and modeling inclusive behaviors.

4. Employee Level: Evaluate the awareness and knowledge of DEI among individual
employees. This provides insights into the effectiveness of DEI training programs and
employees' engagement in self-learning and professional development related to DEL.

By measuring the Awareness Score at different levels, organizations can identify gaps in
knowledge and understanding of DEI and implement strategies to enhance awareness and
cultural competence among employees. It fosters a shared language, common understanding, and
a culture that embraces DEI principles across the organization.

Quantifying Qualitative Data

Quantifying the Inclusion Score requires translating qualitative data

and employee feedback into quantitative metrics. While some aspects

of inclusion may be inherently qualitative, organizations can adopt
various approaches to quantifying the Inclusion Score. Here are some
methods to consider:

1. Likert Scale Surveys: Use Likert scale survey questions to gather

quantitative responses from employees. For example, employees can

rate their agreement on a scale of 1 to 5 regarding statements related
to inclusivity. This allows for numerical data that can be aggregated and analyzed.

2. Index or Composite Score: Develop an index or composite score that combines multiple
indicators of inclusion. Assign weights to different factors or questions based on their
relative importance and calculate a composite score. This score provides a quantitative
representation of the overall inclusion level.

3. Inclusion Indicators: Define specific indicators or metrics related to inclusion and track
them over time. These indicators can be based on employee feedback, employee turnover
rates, employee satisfaction scores, or other relevant data points.

4. Benchmarks and Comparisons: Establish benchmarks for inclusion metrics based on
industry standards or internal goals. Compare the organization's scores to these
benchmarks to assess performance and progress.

5. Qualitative to Quantitative Conversion: Develop a system for converting qualitative data
into quantitative metrics. For example, assign numerical values to categories or themes
identified in qualitative feedback and calculate frequency or percentage scores based on
the occurrence of those categories.

It's important to note that while quantification provides numerical data, it should be
complemented by qualitative insights and employee narratives to gain a comprehensive
understanding of inclusion. Combining quantitative and qualitative approaches allows for a more
nuanced assessment of the Inclusion Score.

Additionally, organizations should regularly review and update the metrics and methods used to
quantify the Inclusion Score. This ensures that the measurement approach remains relevant,
aligns with the organization's goals, and captures the complexity of inclusion in an accurate and
meaningful way.
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Survey to ldentify PPD's Diversity Index Scores
Here are some sample survey discovery questions that organizations can use to quantify the
different Diversity Index items:

Sample Survey:
Diversity Assessment

1.

Representation Score: Please provide your demographic information:

Gender: Male / Female / Non-binary / Prefer not to say

Race/Ethnicity: [Provide options that align with your organization's diversity
categories]

Age Group: [Provide appropriate age ranges]|

e Generation Z (Gen Z, Zoomers): Born between the late 1990s and early 2010s.
e Millennials (Gen Y): Born between the early 1980s and mid-1990s.

e Generation X (Gen X): Born between the early 1960s and late 1970s.

o Baby Boomers: Born between the mid-1940s and early 1960s.

e Traditionalists (Silent Generation): Born between the mid-1920s and early 1940s.
Disability Status: Yes / No / Prefer not to say

2. Inclusion Score: Please rate the following statements on a scale of 1 to 5, where 1
represents "Strongly Disagree" and 5 represents "Strongly Agree":

I feel a sense of belonging within the organization.

I feel valued and respected for my contributions and perspectives.

I believe my ideas and opinions are considered important.

I have equal opportunities for growth and development.

The organization promotes a culture of inclusivity and respect.

Please share any specific examples or suggestions for improving inclusion within the
organization.

3. Equity Score: Please rate the following statements on a scale of 1 to 5, where 1 represents
"Strongly Disagree" and 5 represents "Strongly Agree":

The organization has fair and unbiased policies and practices.

Compensation and benefits are distributed equitably.

Promotions and opportunities for advancement are based on merit and fairness.

There are equal opportunities for all employees, regardless of personal characteristics.
The organization actively addresses systemic barriers and promotes diversity.

Please share any areas where you believe equity could be improved within the
organization.

4. Bias Score: Please rate the following statements on a scale of 1 to 5, where 1 represents
"Strongly Disagree" and 5 represents "Strongly Agree":

The organization fosters awareness about unconscious biases and their impact.

I believe biases influence decision-making processes within the organization.
Recruitment and hiring processes are free from biases.

Performance evaluations are conducted objectively and without bias.

The organization actively addresses and mitigates biases in day-to-day operations.
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o Please share any examples or suggestions for reducing biases within the organization.

5. Awareness Score: Please rate the following statements on a scale of 1 to 5, where 1
represents "Strongly Disagree" and 5 represents "Strongly Agree":
e I have received training or education on DEI topics within the organization.
e I am aware of the organization's DEI initiatives and goals.
o I feel comfortable discussing DEI-related topics with colleagues and superiors.
e I understand the impact of DEI on organizational success.
o The organization effectively communicates information and updates related to DEI.
o Please share any areas where you believe additional education or awareness
initiatives would be beneficial.

Thank you for taking the time to complete this survey. Your feedback will help us assess our
organization's DEI efforts and work towards creating a more diverse, inclusive, and equitable
workplace.

CONCLUSION

Measuring DEI is crucial for organizations seeking to create inclusive workplaces and drive
positive change. While no standard Diversity Index exists, the significance of measurement
cannot be understated. Organizations should consider multiple areas for measurement, such as
workforce composition, employee experience, leadership practices, policies, and training. The
SHRM and ISO 30415 can serve as valuable resources for guidelines and standards related to
DEI. By developing an effective Diversity Index that aligns with their organizational goals,
values, and priorities, organizations can enhance productivity, foster inclusive cultures, and
achieve sustainable growth.
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