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Establish high-level corporate leadership
for gender equality.

Treat all women and men fairly at work - respect and
support human rights and non-discrimination.

Ensure the health, safety and well-being of
all women and men workers.

Promote education, training and professional
development for women.

Implement enterprise development, supply chain
and marketing practices that empower women.

Promote equality through community initiatives
and advocacy.

Measure and publicly report on progress
to achieve gender equality.
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and acronyms

BIPOC
DEI

ERG
GDEIB
HBCUs
HSIs

ILO

ISO
LGBTQ2+
SWOT
UN Women

WEPs

Black, Indigenous and People of Colour

Diversity, equality and inclusion*

Employee resource group

Global Diversity, Equity and Inclusion Benchmarks

Historically Black Colleges and Universities

Hispanic Serving Institutions

International Labour Organization

International Organization for Standardization

Lesbian, gay, bisexual, transgender, intersex, queer and two-spirit
Strengths, weaknesses, opportunities and threats

United Nations Entity for Gender Equality and the Empowerment of Women

Women’s Empowerment Principles

“ Equality means that each individual or group of people is given the same resources or opportunities. Equity
recognizes that each person has different circumstances and allocates the exact resources and opportunities
needed to reach an equal outcome. For the purposes of this manual, DEI stands for diversity, equality and inclusion,
recognizing that the ultimate goal of such efforts is to achieve equality.
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Terms and definitions N

Accessibility: The extent to which workplace environments, systems and organizational 4
products and services are accessible and can be used by the broadest range of people.!

Accommodation: Adapt to or adjust to. The aim of accommodating specific needs is

to enable people with differing abilities to gain access to work and contribute to the
organization. Adjustments can vary according to differing abilities, specific individual needs,
and circumstances. For example, this can include having organizational policies that cover
adjusting premises, working hours, job responsibilities and equipment, in addition to providing
accessible information and assistive technologies, as well as time for treatment and
rehabilitation, when applicable.?

Ageism: Refers to the stereotypes (how we think), prejudice (how we feel) and discrimination
(how we act) towards others or oneself based on age.3

BIPOC: An acronym used to refer to Black, Indigenous and People of Colour. It is based on
the recognition of collective experiences of systemic racism. As with any other identity term,
it is up to individuals to use this term as an identifier.4

Discrimination: The intended or accomplished distinction, exclusion or restriction of certain
individuals based on gender identity, gender expression, race, skin colour, lineage, national or
ethnic origin, sexual orientation, social status, religion, age, disability or any other individual
trait, with the purpose or effect of preventing or hindering the recognition and/or exercise,
on an equal basis, of nullifying or impairing the recognition of human rights and fundamental
freedom in all spheres, including public, private, political, economic, cultural or civil.5

Diversity: Socially, referring to the wide range of identities. It broadly includes race, ethnicity,
gender, age, national origin, religion, disability, sexual orientation, socioeconomic status,
education, marital status, language, veteran status, physical appearance, etc. It also involves
different ideas, perspectives and values.®

Diversity in the workplace: An effort to employ a diverse team of people that is reflective
of the society in which it exists and operates.”

Equality: The right of diverse groups of people to have a similar social position and receive
the same treatment. Gender equality is where access to rights or opportunities is unaffected
by gender.®

Equity: Differs from equality, which focuses on providing all individuals and groups with
the same starting point and treating all people the same. Equity takes peoples’ differing
experiences, needs and abilities into account and works to ensure that all individuals and
groups of people are afforded the same finish line.?
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Ethnicity: A socially defined category or membership of people who may share a nationality,
heritage, language, culture and/or religion.'©

Gender: Differs from sex, which refers to biological and physiological characteristics. Gender
refers to the socially constructed roles, behaviours, activities and attributes that a given
society considers appropriate for individuals based on the sex they were assigned at birth."

Gender-based violence: The violence committed against someone based on their gender,
gender identity or expression. It can be economic, financial, physical, verbal, sexual or
psychological. Sexual and gender-based harassment are forms of gender-based violence.

Gender equality: Refers to the equal rights, responsibilities and opportunities of women and
men and girls and boys. Equality does not mean that women and men will become the same
but that women’s and men’s rights, responsibilities and opportunities will not depend on
whether they are born male or female. Gender equality implies that the interests, needs and
priorities of both women and men are taken into consideration, recognizing the diversity of
different groups of women and men. Gender equality is not a women’s issue but should
concern and fully engage men as well as women. Equality between women and men is seen
both as a human rights issue and as a precondition for, and indicator of, sustainable people-
centred development.?

Gender expression: How a person publicly expresses or presents their gender through actions,
behaviour and appearance. A person’s gender expression may or may not be aligned with
their sex, gender identity or sexual orientation.®

Gender identity: Refers to a person’s deeply felt sense and experience of gender. A person’s
gender identity may or may not be aligned with the sex they were assigned at birth.
Employees may undergo transitions in the workplace to align their gender identity with their
outward appearance.™

Harassment: The use of comments or actions that can be perceived as offensive, embarrassing,
humiliating, demeaning and unwelcome.’

Homophobia, biphobia and transphobia: Fear or hatred of gay or lesbian people, of same-sex
attraction, of bisexuality or of transgender individuals that may manifest in exclusion,
discrimination or violence.'®

Inclusion: An organizational effort in which diverse groups or individuals with diverse
backgrounds are culturally and socially accepted, welcomed and equally treated.”
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Intersectionality: The ways in which multiple forms of inequality exacerbate one another to \
create obstacles not often widely understood or visible within conventional ways of thinking.

For example, we often consider racial inequality as separate from gender inequality, yet

women of colour are subject to both forms of inequalities, and the experience is not simply

a sum of its parts. As such, women with multiple identity intersections of race, ethnicity,

age, sexual orientation, ability and other characteristics can experience different, mutually
reinforcing barriers to equality; moreover, they may not be directly targeted in mainstream
company policies, programmes and efforts for justice.’®

Institutional racism: Racially discriminatory policies and practices within organizations
and institutions.’™

LGBTQ2+: An acronym standing for lesbian, gay, bisexual, transgender, intersex, queer and

two-spirit. There are different acronyms used by various communities; the plus sign is used as
a term of inclusion to acknowledge the diverse ways that people may identify. Internationally,
the acronym LGBTI is often used.

Racism: An ideology that assumes that different races possess distinct and inherent
characteristics, abilities or qualities, especially to distinguish them as inferior or superior to
one another. Racism occurs in relation to, and between, people and groups; in the design
and development of public policies; in government structures; and in the forms of organization
of states. It covers a wide and complex scope, penetrating culture, politics and ethics. It moves
processes in favour of maintaining and perpetuating privileges and hegemonies. Racism
implies or clearly states that pure races exist, that these races are superior to the others and
that such superiority authorizes political and historical hegemony, points of view against
which considerable objections are raised.?°

Racial discrimination: Any distinction, exclusion, restriction or preference based on race,
colour, ancestry, ethnicity or national origin with the purpose or effect of preventing or
hindering the recognition and/or exercise, on an equal basis, of nullifying or impairing the
recognition, enjoyment or exercise, on an equal footing, of human rights and fundamental
freedoms in the political, economic, social, cultural or any other field of public life.?!

Sex: Refers to the biological classifications of people as males, females or intersex, usually
assigned at birth. A person’s sex may or may not be aligned with their gender identity.
An employee’s sex is personal, confidential information.??

Sexual orientation: A person’s attraction (emotional, affectional and sexual) to other people.?
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Social justice: Constitutes a form of activism, based on principles of equity and inclusion

that encompass a vision of society in which the distribution of resources is equitable, and all
Y < members are physically and psychologically safe and secure. Social justice involves social
actors who have a sense of their own agency as well as a sense of social responsibility towards
and with others.?*

Stereotype: A generalized view or preconception about attributes or characteristics that are,
or ought to be, possessed by members of a particular social group or the roles that are,
or should be, performed by members of a particular social group. A gender stereotype is a
generalized view or preconception about attributes or characteristics that ought to be possessed
by women and men or the roles that are, or should be, performed by women and men.?

Xenophobia: Refers to the attitudes, prejudices and behaviour that reject, exclude and often
vilify persons based on the perception that they are outsiders or foreigners to the community,
society or national identity.2®
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Introduction

Over the past three decades, the gender gap in labour force participation rates has narrowed,
and labour mobility globally, regionally and within countries has increased racial and ethnic
diversity in the labour market. Some companies have taken action to include people with
disabilities in the workplace, and there has been an increased awareness of the right to a
respectful workplace regardless of sexual orientation, gender identity or HIV status (real or
perceived). At the same time, demographic changes in the workforce mean that organizations
are now managing a more multigenerational workforce.?” Organizations have been pushed
to develop and refine their culture, test innovative solutions, recruit from more diverse pools,
find new suppliers and engage in internal policy changes to ensure equity.

The COVID-19 pandemic brought about new challenges. The physical and mental health and
well-being of employees quickly rose to the top of the agenda. Remote working has been
implemented at scale, overnight, with many enterprises now moving towards ‘hybrid” working.
Living through COVID-19 has brought existing social and workplace inequalities to the fore
and exacerbated them further still. Individuals, especially women, have experienced burnout,
as they disproportionately carry the burden of care work and have been disproportionately
impacted by increased rates of violence against them, particularly domestic violence.

For women, the need to feel valued and respected by their companies and employers has
become a non-negotiable. The International Labour Organization (ILO) and UN Women
have called for an inclusive, sustainable and human-centred recovery from the COVID-19
crisis, highlighting that public and private sectors must execute a transformative agenda for
diversity, equality and inclusion aimed at eliminating violence and harassment in the world
of work and all forms of discrimination.?®

In this context, diversity, equality and inclusion (DEI) have gradually become one of the most
pressing issues in the new world of work. Many signatory companies of the Women’s
Empowerment Principles (WEPs) around the globe have built their capacity to integrate
gender equality into their organizational priorities and strategy but still lack sufficient
knowledge on how to bring a DEI lens to their work. Much of this work has been driven
from a human resources perspective while DEI is highly relevant for all three WEPs pillars:
workplace, marketplace and community.

This manual primarily aims to provide human resources and DEI professionals in WEPs signatory
companies—large and small—with guidance to design, implement and track progress against
their workplace DEI policies and procedures and cultivate corporate DEI cultures. This manual
is also highly relevant for other corporate leaders working to advance sustainable development,
including through environment, social and governance principles. This manual provides a
summary of emerging key DEI principles and good practices with a focus on gender equality.
It also offers tools and recommendations on how to implement DEI strategies and initiatives.
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This manual aims to provide hands-on guidance—to leaders, professionals and practitioners
in WEPs signatory companies—on integrating a DEI lens into the core of their business
strategies and plans.

\ 7
YN . SECTION 1: Introduction

‘ SECTION 2: The seven WEPs through a DEl lens

‘ SECTION 3: Six areas to begin your WEPs journey

. SECTION 4: Sample DEI policy template

@ :cron s DE resources
Based on the WEPs framework, Section 2 illustrates DEI principles and good practices:

8 Establish high-level corporate leadership for gender equality

S Principle 2: Treat all women and men fairly at work - respect and support
human rights and non-discrimination

© Ensure the health, safety and well-being of all women and men workers
X Promote education, training and professional development for women
& Implement enterprise development, supply chain and marketing

practices that empower women

] Promote equality through community initiatives and advocacy

[=] Measure and publicly report on progress to achieve gender equality
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Each of the above seven WEPs subsections includes four components:

‘ Practical recommendations

‘ Global good practice case studies

Ideally, this manual will be read sequentially and in its entirety. That said, each organization
has its own starting point. Some organizations are more ahead in their WEPSs journey;
for example, they may have started developing a DEl strategy and need support on how to
develop metrics, in which case they may target Principle 7 (on measurement and reporting)
covered in Section 2. Others just starting out will benefit from reading Section 2 as well as
Section 3, which contains a list of practical ideas and actions to start their WEPS journey.
This manual can also help WEPs signatory companies develop content for DEI training as it
includes citations to useful references throughout the manual, many of which are organized
into seven focus areas in Section 5 (DEI resources). Wherever a company finds itself in its WEPs
journey, this manual can help complement existing gender equality and women’s empowerment
initiatives while moving beyond gender to integrate a more intersectional approach.

When reading this manual, organizations should be mindful that DEI is an evolving, nuanced
area that does not exist in a vacuum. DEl is influenced by and influences the wider social and
economic context. Most organizational DEI literature and guides advocate a ‘good practice’
approach. However, we must recognize that the approach to diversity in organizations can
be influenced by culture, traditions and religion, as well as political and institutional factors
(including government, employers’ organizations, workers’ organizations, legislation, labour
markets, education systems, professional bodies and financial markets, among others), all of
which make up the context in which organizations operate. For example, while gender equality
is a dimension that is often a focus of organizational efforts on DEI globally, decisions on the
gender approach in DEI can be influenced by how gender roles are defined in the national
context and culture.?®

Organizations will also have unique starting points and emphases in their DEI work; for example,
some organizations may start with race as an entry point into DEI work, while for others,
disability inclusion and/or ethnic origin is a key focus. DEl is not a one-size-fits-all model;
as such, it should make room for both context and the complexity of factors present in
organizational, regional and national contexts. As organizations use this manual, they should
consider context carefully and integrate an intersectional approach into all of their DEI work.
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; What is diversity?
1 y

Diversity is the diverse mix of people bringing a range of skills, experiences and perspectives
that is seen as offering the potential for improved outcomes for members of the workforce,
for business performance and for wider societies and economies. Diversity in organizations
means ensuring that people from a range of groups experience equality of opportunity and
treatment in their access to employment, development, promotion and pay and can fully
contribute to the organization’s goals.

\ 7
229

Since its introduction, definitions of diversity have focused on personal characteristics of groups
in organizations. Globally, the personal characteristics most applied in definitions of diversity
are gender, ethnicity, race, age, sexual orientation and disability. More recently, definitions of
diversity have expanded further to include other aspects of identity, such as skills, cognitive
styles and values. An understanding of diversity has also developed to recognize that the
experience of individuals at work is often influenced by more than one dimension of their
personal characteristics (e.g. both race and gender), referred to as intersectionality.3°

The following three principles form the basis of workplace diversity:

1. Promoting and developing all employees equitably

2. Ensuring the integration of all members as a key factor of individual and
collective efficiency

3. Seeking out and acknowledging all skills that can play a part in developing
an organization

)
s
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What is inclusion?

W N

Inclusion is a behavioural and relational concept. Any approach to creating an inclusive ;

. . X . . /
workplace needs to consider the whole environment, including the strategy, leadership, Vo
systems and organizational culture as well as the wider social and economic environment in V
which a company operates. Like diversity, different definitions and interpretations of inclusion
exist. The theory underpinning inclusion states that individuals feel included at work when
they have a combination of feeling that they belong to a group (forming and maintaining a
sense of acceptance and connection) and being seen, valued and understood as an individual
with a unique identity, skills and experiences.

Progress towards and benefits of diversity in the workplace can only be achieved with a focus
on inclusion. While an organization may be successful in recruiting a more diverse mix of
employees, it is inclusion that influences the extent to which diverse employees are retained
and able to thrive. Unlike diversity, which often focuses on quantity (i.e. the representation of
distinct groups), inclusion focuses on quality (i.e. the experience of individuals and groups in
the workplace).3!

What is belonging?

Belonging is a close cousin to such related experiences as mattering, identification and social
connection. The unifying thread across these themes is that they revolve around a person’s
sense of being accepted and included by those around them. Employees need to feel that
they belong to something they value—and that they have the power to bring about change.
Leaders and organizations should invite employee feedback and take it seriously. It is a
cornerstone of inclusive companies.3?
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Diversity dimensions

The Four Dimensions of Diversity model, created by Gardenswartz and Rowe, has influenced
the conversation around DEI; it helps one better understand and reflect each person’s reality

in the organization. The model includes dimensions that shape and impact both the individual
and the organization.

The Four Dimensions of Diversity® <3

Source: Gardenswartz & Rowe 2022.
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As seen in Figure 1, the four components of the dimensions of diversity include; 7
. W N
. Personality &
/
‘ Internal dimensions /

. External dimensions

‘ Organizational dimensions

Personality includes an individual’s likes, dislikes, values and beliefs. Personality is shaped
early in life and is influenced by and influences the other layers throughout one’s lifetime and
career choices.

Internal dimensions include aspects of diversity over which we have no control. This dimension
is the layer in which divisions between and among people often exist—and forms the core of
many DEI efforts. These include the first things we see in other people, such as race or gender,
and on which we hold biases and make assumptions and judgments.

External dimensions are aspects of diversity over which we may have some control and which
may change over time—for example, marital status, educational background or geographic
location. These usually form the basis for decisions on careers and work styles. This layer often
determines, in part, our work, with whom we develop friendships, and who we like to be with.

Organizational dimensions concern the aspects of workplace culture found in a work setting.
While the attention of DEI efforts has focused on internal dimensions, the opportunities for
development or promotion are impacted by this layer.

While internal dimensions receive primary attention in DEl initiatives, the external and
organizational dimensions often determine the way people are treated and who is considered
a great fit’ for the organization. This model increases employee awareness around the diversity
of their colleagues, and it can be used for team building, for examining bias and as a tool to
introduce DEI in training. It can also be used in developing DEI strategies and pinpointing
DEI pain points.

This model is an important reminder that diversity goes beyond internal dimensions;
elements of the external dimension (for example, income or educational background) and
the organizational dimension (for example, seniority or work location) can play a large role
in determining how someone is treated, whether they feel that they belong on a team, and
their opportunities for development, promotions or recognition.3* Each dimension of diversity
in this model is, therefore, important to consider.
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The positive impacts of DEI

Harnessing the power of DEI goes beyond the responsibility of the human resources
department. It spans all business operations and is of strategic importance for the success of
any organization. DEI directly contributes to achieving equality of opportunity at all stages of
employment, including recruitment, retention, promotion, remuneration and upskilling.3%

Embedding DEI in companies strengthens the corporate culture and helps leadership teams
take comprehensive and proactive steps to foster diverse and innovative thinking.38 DEI is
also increasingly becoming a priority to investors in order to ensure sustainable operations
and profitability.3?

The benefits of bringing DEI into a company include the following:

‘ Increased employee satisfaction and commitment: Research in 2020 shows that
personnel who feel included are nearly three times more likely to feel committed to
their organizations and more likely to pursue career development and promotion.38

‘ Increased collaboration and innovation: When individuals feel included at work,
they report experiencing greater trust, increased engagement and stronger
collaboration with colleagues.®

. Enhanced recruitment of new talent, increased retention of employees and
decreased turnover: Inclusive companies are better at retaining employees,
with turnover rates 4 per cent lower than those not acting on DEI.4°

Revenue growth: When organizations act on DEI, they achieve three times the
revenue growth compared to less inclusive organizations.#!

Increased well-being: Research demonstrates not only how inclusive workplaces
support improved levels of employee well-being but also that employees with
elevated levels of well-being are more inclusive of others. Inclusive organizations
are 18 per cent more effective at creating a positive employee experience, according
to McLean & Company research.*?

Increased productivity: Work environments that are more inclusive of people with
disabilities have often been found to vield improved productivity levels across the
whole workforce 43

Whether to promote economic development or a fair and equitable society, it is important to
keep in mind that there is a difference between diversity and genuine inclusion. The impact
of diversity initiatives is stronger in organizations where employees from diverse groups feel
valued and when they participate in decision-making.44
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The seven WEPs i
through a DEI lens k

This section uses the seven WEPs as a framework within which to explore key elements of
building a diverse and inclusive organization. This approach will help leaders in WEPs signatory
companies complement their existing gender equality and women’s empowerment initiatives
while also moving beyond gender to integrate a more intersectional approach, accounting
for women in all their diversity in addition to underrepresented groups in their organization.

Each subsection comprises:

‘ An introduction (with some sections highlighting key areas)

‘ Good practices

‘ Practical recommendations

‘ Global good practice case studies

1 PRINCIPLE 2 PRINCIPLE 3 PRINCIPLE I PRINCIPLE

Treat all women

High-level and men fairly Education and
corporate at work without Employee health, training for career
leadership discrimination well-being and safety advancement
5 PRINCIPLE 6 PRINCIPLE 7 PRINCIPLE

WOMEN’S
Enterprise EMPOWERMENT
development, Community PRINCIPLES
supply chain and initiatives Measurement
marketing practices and advocacy and reporting

13
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The first principle of the WEPs highlights that
leadership commitment and action are crucial to an
organization’s ability to improve gender equality
in the workplace—it publicly signals the executive
team’s goals and targets and how the WEPs will
become part of the business model, corporate
sustainability strategy, day-to-day operations and
organizational culture.4®

Corporate leadership is equally crucial for DEI and for
all organizational transformation to be effective and
sustainable. A McKinsey Global Institute survey found that
organizational transformations were 5.3 times more successful
when leaders modelled the behaviour changes they were asking
their employees to make.4®

Key areas for WEPs signatories to consider under Principle 1 are
outlined below.

Inclusive leadership

Inclusive leadership has quickly become paramount when discussing DEI and gender
equality in the workplace. Inclusive leadership refers to the capacities, knowledge, skills and
behaviours of leaders that make their organizations inclusive.#” According to ILO research,*®
when senior leaders are held accountable as role models for DEI, the workforce is:

Eleven per cent more likely to report elevated levels of well-being.
Ten per cent more likely to report ambitions for career development.

Ten per cent more likely to feel encouraged to speak up about better ways
of doing things.

14
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There are various models outlining competencies of inclusive leadership, including the Diversity
Council Australia,*® Catalyst3° and Deloitte.5

The six signature traits of an inclusive leader QSR

Source: Modified from Deloitte University Press (Bourke 2016).

Cognizance Curiosity

The six
signature traits Cultural
of an inclusive intelligence
leader

Courage

Commitment Collaboration

R

15
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Key traits of inclusive leadership, according to Deloitte, include the following:

< p Highly inclusive leaders speak up and challenge the status quo,
and they are humble about their strengths and weaknesses.

Highly inclusive leaders are mindful of personal and
organizational blind spots and self-regulate to help ensure ‘fair play’.

Highly inclusive leaders have an open mindset and a desire to
understand how others view and experience the world, and they have a
tolerance for ambiguity.

Highly inclusive leaders are confident and effective in
cross-cultural interactions.

Highly inclusive leaders empower individuals as well as
create and leverage the thinking of diverse groups.

Highly inclusive leaders are committed to diversity and
inclusion because these objectives align with their personal values and
because they believe in the business case.

Catalyst research highlights the importance of inclusive leaders. This involves leading both
outwards—by taking ownership, being an ally and being accountable for DEl—and inwards—
by modelling behaviours of curiosity, humility and courage.5?

Catalyst®® also emphasizes that empathy is an important trait for leaders to help employees
manage their work-life balance. Research found that manager empathy was linked to increased
experiences of inclusion, particularly for women, and that their life circumstances were valued
and respected. Leader empathy has downstream consequences for attrition, significantly
increasing women’s intention to stay at their job. This research also provides action-based
recommendations for leaders to help them show empathy (see also Section 5 on DEI resources).

16
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Shared leadership and a strategic,
culture change approach . \&

Research from the [LO%* and the Centre for Global Inclusions® shows that organizations 4
making progress on DEI tend to position it within their business model as a core strategic

business issue, as opposed to only a human resources or corporate social responsibility issue.

To be effective, leaders and board members should view the accomplishment of DEI goals

and objectives as an important part of their management responsibilities that is linked to

core business goals, values and strategy, in addition to it being an important part of an
organization’s sustainability agenda.5é

According to “ISO 30415:2021 Human Resource Management - Diversity and Inclusion”,>”
DEI should be approached as a shared responsibility where everyone in the organization
has a role and responsibility in the realization of DEI principles, and in establishing and
maintaining an inclusive culture, rather than identifying only one senior DEI ‘champion’.
It is also important to involve employees in the process of change to create sustainable DEI;
for it to be effective, leadership needs the buy-in of members of the majority group as well
as minority groups across business units and at various levels. That said, specific accountabilities
and roles should be clearly outlined to different stakeholders.

Senior leadership should be accountable for developing DEI principles and objectives,
delivered through a DEI framework and integrated into the organization’s policies, processes
and practices. They are also accountable for ensuring that resources, time, support and
adequate funding are available for initiatives and activities. DEI responsibility should be
delegated to people with expertise and understanding of DEI; these people are accountable
for planning, implementing and monitoring policies, processes and practices, as well as
reviewing their effectiveness in achieving DEI objectives.

Diversity in top management

According to ILO research, diversity in top management has a positive impact on inclusion
and an even greater impact among respondents who are from the same diversity group that
is represented in top management.’® For example, when women are represented in critical
mass (at least 40 per cent) in top management positions, women and men respondents
were 9 per cent and 3 per cent more likely to feel included, respectively. In this research,
diversity in top management was also shown to have a positive impact on inclusion across
all employee groups. When employees saw themselves represented in top management,
they were more likely to feel included at work.
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Good practices

S -
W Leaders
N

and board members should view DEI goals and objectives as a part of their
management and oversight responsibilities and support internal and external
diversity-related activities. Leaders should position DEI as a key component of
their organization’s sustainability and overall strategic agenda and provide DEI
coaching to everyone they manage as part of their supervisory functions.
This means that leadership development includes DEI competency-building.5®

According to the Centre for Global Inclusion’s Global Diversity, Equity,
and Inclusion Benchmarks (GDEIB), leaders and board members should show
this support even if the initiatives are perceived as controversial or involve a
potential personal risk.6®

Leaders must model
bold actions and inclusive behaviour that go beyond minimum requirements,
as employees are more likely to take notice when leaders make DEI familiar
and personal. Leaders should also consistently challenge and address
inappropriate behaviour.

Recommendations

Integrate DEI accountability into regular leadership performance reviews.®
This also sends the message that DEI is part of core leadership competencies
and can help measure a leaders’ success and opportunities for learning
regarding DEI. Consider linking formal incentives to DEI indicators.2

According to “ISO 30415:2021
Human Resource Management - Diversity and Inclusion”, inclusive leaders ensure
that there are adequate resources, time, support and funding for DEI initiatives
and activities.®® This can include sponsoring initiatives, forming employee resource
groups (ERGs) and steering committees, and allocating time and support for
participating in and contributing to the achievement of DEI objectives.
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organization-wide goals and targets for DEI, and measure progress through clear ! 4
performance indicators.®4

Specifically, ensure that leaders are trained on your DEI strategy and their role
in modelling inclusive behaviour and inclusive leadership, on how to address
stereotyping, on conscious and unconscious biases, and on inequitable behaviour.

Ensure that progress on these objectives is made a regular, standing item in key
management meetings.

Ensure that discrimination
and bias is mitigated in these processes to ensure diversity in top management.®s

Case studies

In 2016, Microsoft made DEI a strategic performance goal that

determines annual incentives. Senior executives are evaluated on

performance categories related to culture in the context of inclusion.

Microsoft has made DEIl a core priority for everyone working there,
factoring how well employees meet that standard into performance evaluation.
In 2022, Microsoft had employed 22 per cent more women employees globally
than it did in 2016, and in technical roles alone, Microsoft had appointed 49
per cent more women. This progress is partly attributed to these efforts to
engage executives on Microsoft’s cultural transformation, of which DEI is
one aspect.s®
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. Treat all women and men
N

fairly at work - respect
and support human rights
and non-discrimination

The WEPs highlight that treating people of all genders
fairly at work and maintaining a workplace free of
discrimination align with international human rights
principles; and that removing discrimination from
corporate policies, strategies, culture and practices is
a solid step forward in a company’s WEPs journey.
Treating all people fairly translates to better talent
acquisition, higher employee retention and satisfaction,
increased productivity and better decision-making.’

When we apply a DEI lens to Principle 2, its focus moves beyond
preventing discrimination to taking proactive steps to foster
workplace cultures and environments of inclusion and belonging,
where underrepresented groups and women in all their diversity are heard,
respected and actively involved in decision-making. Key components covered under
Principle 2 include the following:

Applying an intersectional lens and mitigating bias
Disability inclusion

1.

2.

3. Inclusive workplace culture
4,

Non-discrimination and inclusion in the employee life cycle
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Applying an intersectional lens
and mitigating bias A

Intersectionality refers to the ways in which multiple forms of inequality exacerbate one
another to create obstacles not often widely understood or visible within conventional ways
of thinking. For example, we often consider racial inequality as separate from gender inequality,
yet women of colour are subject to both forms of inequalities, and the experience is not simply
a sum of its parts.

Women with multiple intersections of identity, including religion, race, ethnicity, age, disability,
and sexual orientation and gender identity, can experience different, mutually reinforcing
barriers to equity; moreover, they may not be directly targeted in mainstream company DEI
policies, programmes and efforts.

For example, studies show that there is a significant emotional tax on women of colour in
the workplace, as they are forced to be on guard against acts of discrimination and bias.8
Women who identify as members of the LGBTQ2+ community, for example, may experience
both sexism and homophobia simultaneously, and not separately, based on the combination
of these two identities, and trans women may also face transphobia. Moreover, women of
different faiths, ethnicities and/or cultural backgrounds—for example, Muslim women—
may experience the compounded effects of Islamophobia, xenophobia and gender bias,
in addition to stereotypes about Muslim women.%® When companies are implementing DE|
initiatives and targeting efforts, it is therefore crucial to consider the entire picture of people
in all their diversity.”®

In considering intersectionality, it is important to remember that not all aspects of identity
are visible; women may be part of the LGBTQ2+ community but not be ‘out’ at work, while
other women may live with invisible disabilities (for more on this topic, please see the subsection
on disability inclusion below).

Learning about intersectionality facilitates a deeper understanding of the ways in which
diversity, equality and inclusion are relevant to each person in the organization. The Wheel of
Power/Privilege (Figure 3), for example, is a simplified way to reflect on the many intersecting
identities and power structures and a good way for workplaces to help people understand
how social identities play into power and privilege. The closer you are to the centre, the more
power/privilege you have. The wheel is not exhaustive but may be used to inspire discussions
about power and privilege.
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The Wheel of Power/Privilege

Source: Modified from University of British Columbia 2021.
Note: See also Canadian Council for Refugees 2022.
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There are other useful analytical tools that help organizations assess programmes and initiatives
through an intersectional lens. For example, in Canada, Gender-based Analysis Plus (GBA Plus)”
is an analytical process that provides a rigorous method for the assessment of systemic
inequalities, as well as a way to assess how diverse groups of women, men and gender-
diverse people may experience policies, programmes and initiatives. The ‘plus’ in GBA Plus
acknowledges that GBA Plus is not just about differences between the biological (sexes) and
the sociocultural (genders). We all have multiple characteristics that intersect and contribute
to who we are, and we may have different starting points when it comes to analysing identity.
GBA Plus considers identity factors, such as race, ethnicity, religion, age and mental or physical
disability and how the interaction between these factors influences the way we might
experience policies and initiatives.

Unconscious biases manifest as automatic thinking from our unconscious mind, revealed
as social stereotypes about certain groups of people.”? Cognitive neuroscience research has
shown that the basis of biases is formed from life experiences, culture and background.
Most decisions, especially regarding people, are influenced by biases in which we see others
as compared to, or as projections of, ourselves. These biases have an influence on decision-
making, including recruitment, advancement and performance management.”® There are
also conscious biases, whereby business leaders make conscious decisions based on their
bias; for example, only recruiting from certain universities, such as private schools with the
most name recognition, can leave out low-income groups.

Types of unconscious bias include:74

Likeability: One’s likeability may be perceived differently depending upon another
person’s dimension(s) of diversity (e.g. race, gender, ethnicity).

Like me: People may unintentionally give higher ratings to employees who
are like them.

Personal: Individual preferences may prevent objective analysis of an employee.

Horns and halos: A supervisor may assume that a type of employee is good
or bad at the job.

Stereotyping: People may assign positive or negative attributes to an entire
group and act upon these ideas.

I 5-C [(ON 2 —
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The following are just a couple examples of unconscious bias:’>

D ¢ Fictitious résumeés with white-sounding names sent to help-wanted ads were
\ / 50 per cent more likely to receive call-backs for interviews than résumés with
Ve African American-sounding names.

Science faculty rated male applicants for a laboratory manager position as more
competent and hireable than female applicants. Faculty also selected a higher
starting salary and offered more career mentoring to the male applicant.

Companies and individuals can identify risk areas where implicit biases may affect behaviours
and judgments.”® For useful tools and reading on unconscious bias for workplaces, see the
Center for Creative Leadership’s “7 Ways You Might be Overlooking Talent” 77 and Project
Implicit’s Implicit Association Test (IAT).78

Disability inclusion

According to “Getting to Equal: The Disability Inclusion Advantage”, companies that embrace
best practices for employing people with disabilities outperformed their competitors.”®

Disability:IN’s 2022 Disability Equality Index Report® suggests that the journey towards
disability. inclusion in the workplace starts with foundational programmes and policies.
A company needs to welcome and represent people with disabilities. Once foundational
programmes and policies are established, companies can move beyond accommodation
to actively seek talent and celebrate the unique contributions of people with disabilities.

Beyond hiring, employers should implement practices that encourage and progress persons
with disabilities.
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“Getting to Equal: The Disability Inclusion Advantage” lists four actions for attracting, hiring, 7
retaining and advancing diverse talent:®

Ensure that persons with disabilities are represented in the workplace,
and implement practices that encourage and progress persons
with disabilities.

Provide employees with disabilities with accessible tools and technology
and/or a formal accommodation, and cultivate awareness through
training programmes for those without disabilities to learn about

tools and accommodations.

Build awareness through recruitment efforts, disability education
programmes and grass-roots-led efforts and events.

Offer mentoring and coaching initiatives, as well as skilling/reskilling
programmes to ensure that persons with disabilities continue to grow
and succeed and occupy roles at all levels, including top leadership.

As noted in the subsection above on intersectionality, women and people across genders
may live with both visible and invisible disabilities. Some invisible disabilities are increasingly
referred to as neurodiversity. According to the Stanford University Neurodiversity Project,
neurodiversity is a concept that regards individuals with differences in brain function and
behavioural traits as part of a normal variation in the human population.® Neurodiversity
includes, among other conditions and traits, ADHD, being on the autism spectrum, learning
disabilities, high sensitivity/sensory processing sensitivity and some mental health challenges
including depression and anxiety. This movement is focused on uncovering the strengths of
neurodiverse individuals and harnessing their talents to increase innovation.

Women with disabilities, in particular invisible disabilities, or those who identify as neurodiverse
may face barriers to inclusion in the workplace that intersect with gender bias—for example,
labelling women making requests for accommodation as ‘unreasonable’ or ‘too sensitive’.
Jenara Nerenberg & The Neurodiversity Project are undertaking ground-breaking work on
this topic that will benefit employers and employees alike.®3 In her book, Divergent Mind,
Nerenberg offers a study of neurodivergent women and explores how processing differences
are often overlooked, masked or mistaken for something else entirely in women due to a system
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that focuses on diagnosing younger male populations and the fact that girls are conditioned
\/ to blend in and conform to gender expectations. Women may live with undiagnosed or
misdiagnosed neurodivergence, which can lead to depression, anxiety, low self-esteem and

> ¢ shame. Companies have been integrating neurodivergence into their DEI work, with examples
\ 7 offered in the subsection on recommendations below.
2 8l

An emerging area, related to invisible disability, is the concept of ‘cognitive diversity’. As Deloitte
mentions in its publication, “The Diversity and Inclusion Revolution: Eight Powerful Truths”,
diversity of thinking is a new frontier.84 In this publication, Deloitte cites Apple’s holistic view
of diversity that goes beyond demographic parity towards the ultimate outcome: diversity of
thinking. Diversity of thinking means companies include the varied perspectives of people
who see things in diverse ways. It refers to educational and functional diversity, as well as
diversity in the mental frameworks that people use to solve problems. This is not to say that
demographic characteristics, such as gender and race, are not important, as organizations
still need to ensure that workplaces are free from discrimination and enable people to
reach their full potential. Deloitte argues, however, that the goal of DEI initiatives is to create
workplaces that leverage diversity of thinking as research shows that diversity of thinking
enhances creativity and innovation.

Deloitte’s research reveals that high-performing teams are both cognitively and demographically
diverse. Demographic diversity helps teams tap into knowledge and networks specific to a
particular demographic group. More broadly, it can help elicit cognitive diversity through its
indirect effect on personal behaviours and group dynamics. For example, racial diversity
stimulates curiosity, and gender balance facilitates conversational turn-taking.

Inclusive workplace culture

According to Accenture, given the COVID-19 pandemic, heightened awareness and exacerbation
of inequities including systemic racism and a labour market in flux, DEI has increasingly placed
emphasis on building inclusive workplace cultures where everyone can belong.® This is
supported by ILO research, which highlights the importance of organizational culture and
behaviour, in addition to processes and policies, to build a diverse and inclusive organization.8é

The GDEIB defines organizational culture as a system of shared beliefs, values, norms, habits
and assumptions that impact the organization’s environment and influence how people behave
within it.87 Organizational culture varies across contexts, and aspects of organizational or
national culture may assist and/or hinder the implementation of DEI initiatives, which should
be considered in DEI strategies. The GDEIB itself does not include a specific category on
organizational culture, which would ensure its usefulness to organizations of a variety of sizes,
sectors and contexts.
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Notwithstanding context-specific considerations, there are good practices and principles that 7
all organizations and their leaders can draw on to build a more inclusive organizational culture.
For example, relational and people skills have become a new priority in DEI skill-building. Y N
People skills, including communicating with empathy to encourage bringing one’s full self &
and life circumstances to work, in addition to transparent communication, have become y 4

critical competencies.8®

Accenture offers a framework to better understand how to cultivate a culture of belonging,
particularly through the four categories where belonging manifests:8®

1. Having influence over decisions

2. Being respected by peers and managers
3. Feeling comfortable speaking up
4,

Receiving sponsorship from a senior leader to help people advance and grow

Non-discrimination and inclusion
in the employee life cycle

The WEPs “Call to Action: Leveraging the WEPs Framework to Target Racism and Discrimination
in the World of Work” emphasizes that the recruitment, retention and promotion of women
of different backgrounds and races is a core element of creating DEI in the workplace.®®
Increasing the representation and inclusion of women from different races along the corporate
pipeline, including in positions of leadership, normalizes diverse and inclusive decision-
making.

Moving beyond gender, ILO research emphasizes the importance of proactively supporting
employees from diverse groups, particularly those who are minoritized, in developing,
performing and progressing in the organization.®® The research further reinforces that higher
levels of inclusion and its benefits are only fully realized when actions are applied across the
entire employee life cycle.

Recommended practices comprise a combination of policies and procedures aimed at ensuring
that life-cycle processes are free from bias and are accessible and inclusive, with specific
actions aimed at supporting minoritized groups. Policies, processes and programmes should
be tailored to meet the needs of employees with different personal characteristics. For example,
actions required to retain older women employees may differ from those to retain women
from minority ethnic backgrounds.
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Good practices

Organizations use diverse and accessible recruitment channels and outreach
H activities to broaden the pool of candidates. When deciding which screening,
assessment and selection systems to use, organizations should be aware of the
potential for bias, including in their automated human resources systems,
and should seek to address processes that limit opportunities for people from
marginalized backgrounds.?? In addition, WEPs signatories have access to a useful
checklist to help guide them through a gender-responsive recruitment process.®

Pay anomalies and disparities are addressed, and remuneration and
compensation policies, processes and practices are implemented fairly,
equitably and transparently. Organizations should ensure that they consider
disaggregated disparities in pay and compensation between women of different
identity groups, which may include, but not be limited to, race, ethnicity, disability
or sexual orientation.®4

Inclusion is integrated as a core principle of all training and development.
To foster inclusive behaviour, DEI-focused learning and development should
raise awareness of the organization’s DEIl principles and objectives and the
lived experiences of others. Opportunities for training and development should
be provided equitably to increase participation, mitigate bias and prevent
discrimination.®s

Job design considers flexibility, accessibility or adjustments that accommodate
individual needs. Companies provide the necessary skills, capacity-building and
resources to ensure accommodation.®®

Recommendations

Examine all stages of the employee life cycle from a DEI lens. Ask how your
organization can ensure that you are attracting people of diverse backgrounds.
Are you interviewing, hiring and promoting enough candidates from diverse
backgrounds? Are you targeting recruitment to diverse communities? Are there
specific groups of employees that are experiencing higher turnover???

Incorporate DEI principles and objectives into performance management
processes. As noted under Principle 1 on leadership, people with management
responsibilities should demonstrate inclusive leadership and ensure that both
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team and individual objectives for DEI are identified and met. Performance 7
management should recognize inclusive behaviour and address biased and
discriminatory behaviour.?® N

Review and diversify your recruitment strategies using a DEI lens. Start by
reviewing your recruitment practices and data to ensure that candidates from
diverse groups and identities are given equitable opportunities.®® Ensure diversity
in interviewing and that staffing/hiring managers are educated on the impact of
conscious and unconscious bias.1°® Use more diverse and accessible recruitment
channels to reach out to and encourage interest from the broadest pool of people in
the communities in which your organization operates and serves. Identify inclusion
opportunities in recruitment strategies and activities, such as the progression of
women and people from demographically underrepresented groups.’®!

Integrate into job postings ways for candidates to demonstrate their experience
beyond degrees and certificates. The University of Washington DEI Department’s
sample position description and tips'2 note that statements regarding candidates’
equivalent education/experience can provide an option to be more inclusive
when assessing specific education and experience qualifications. The standard
equivalency ratio is one year of experience for one year of education. However,
to ensure that all equivalencies are applied consistently, it is recommended to
document equivalency options/ratios as part of the screening criteria. Organizations
can partner with their HR recruiter, department HR representative and all search
committee members to ensure that everyone is clear on what equivalencies are
acceptable to qualify an applicant for the position. In addition, job descriptions
should state the work to be performed and not any non-job-related factors.103

Review current processes, including automated processes that limit
opportunities for people from marginalized backgrounds, and introduce
methods to interrupt bias. For example, some companies use the practice of
anonymous recruitment. When assessing candidate applications, companies
remove information that can provoke bias (e.g. photos, names, gender, age) in
order to compare applicants purely on their experience and credentials to help
choose the best candidate, which also teaches recruiters about their own biases.
Other companies have trained their artificial intelligence selection and recruitment
algorithms to ignore the ‘personal information’ section of the applications.!04

Ensure that DEI is embedded in your recruitment processes, including diversity
among the recruitment panel members, as well as the use of inclusive language
in job postings, advertisements and job interview questions. Avoid sexist
language and stereotypes and prejudices towards women, various ethnic and
religious minorities to prevent gender bias and discrimination during recruitment
and to attract a diverse range of candidates. Online tools include Textio'3 or Alex,108
an open-source tool, to catch gendered language in team communications.
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Formalize an inclusive workplace flexibility policy and strategy, and assess
how you can design the work schedule, location and conditions to better
accommodate employees’ needs and preferences. It is important to be reminded
that one size does not fit all. Organizations should determine what flexibility
\'v( means to all employees and its applicability by analysing job requirements and

/ job descriptions, regularly assessing the use of these options, and updating
policies based on employee feedback. To make flexible work policies real,
leaders should ensure that flexibility is available for all employees regardless
of where they work, the job they hold and their motivation, and leaders should
provide employees with resources, tools, technology, training and support to
ensure that employees are equipped to utilize flexible work options.

Organizations should also encourage leaders to adopt workplace flexibility,
implement training for managers and equip them with resources to effectively
manage workplace flexibility, as well as remove the stigma from discussing
workplace flexibility, so that all employees are comfortable and face no reproach for
taking advantage of available options. Finally, it is important to align performance
review processes to flexible work and ensure that performance is based on
productivity and results, not face time or hours worked.’®? For an example of a
flexible work policy, see the WEPs policy template on flexible work.108

Address parental leave expectations. Such discussions should take place before,
during and after these periods for both employees and employers to address
guestions and concerns. Companies have facilitated this by developing job aids
to assist leaders in having parental leave discussions. Companies should implement
practices to support parental and dependent care responsibilities for people of
all genders. These include, for instance, financial top-ups for pregnancy, adoption,
parental and dependent leave, and employer-supported childcare.*®

Build the capacity of DEI champions, change agents and allies. Ensure that
they have tools and information to inspire others to support DEI efforts. Provide
leaders, managers and supervisors with skills and resources, such as development
workshops that discuss management, culture, communication and conflict
management.® Build leader and employee knowledge and skills on cultural
sensitivity, intersectionality, bias and inclusion.™

Provide mechanisms for people to express their opinion and make suggestions
for change. For example, this can be done through ERGs, focus groups, surveys
and other feedback methods. Regularly seek feedback on workplace culture.?

Celebrate differences, and give employees a voice. Discuss lived experiences,
and create opportunities for employees to share cultural traditions such as different
religious holidays or cultural celebrations. Set up teams that include people with

a range of skills, experiences and backgrounds whenever possible, and encourage
collaboration and mobility between core businesses or entities and different
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countries where possible, which can help make individual members of staff more 7
open to the diversity of environments and cultures. Read more on intercultural
teams through the Intercultural Development Inventory™ and Hofstede’s six- Y
dimensional model of national culture. ‘
/
/

Collect disaggregated data by various identity dimensions beyond gender.
This may include race, ethnicity, disability and sexual orientation and may
contain information on absences, workforce turnover and retention to identify
trends and impacts. Ensure that ethical and regulatory considerations are applied
to collecting, interpreting and using data. Encourage people to disclose their
demographic data by explaining that the data will be used to improve systems,
policies, processes and practices by identifying and addressing disparities.”s

Pay equal remuneration. This encompasses equal pay for work of equal value,
including compensation, benefits and bonuses, and ensures a living wage for all
employees.® Evaluate and benchmark relative worth and market value of job
roles to ensure an equal pay for equal value approach. Collect data on the
outcomes of remuneration and compensation policies, processes and practices
to identify gender and other diversity-related anomalies and differentials in and
across job families, geographic locations and pay structures.”

Develop formal foundational programmes and policies to welcome, represent
and recruit people with disabilities. This can include supporting disability-
focused employee groups and ensuring accommodations for recruits and
employees with disabilities. Other examples include making disability inclusion
an organizational priority and holding teams accountable for digital accessibility.
Once foundational policies are set, companies can move beyond accommodation
to actively seek to recruit more persons with disabilities, including in leadership
positions. Companies are now making leadership roles and corporate boards of
directors more inclusive of people with disabilities."®

Be intentional and mindful when organizing formal and informal events.
Be responsive to employees’ preferences and social identities (e.g. networking
that occurs during core work hours, team-building exercises that do not only
involve travel or alcohol).®

Integrate awareness-raising, capacity-building and accommodations for
neurodiversity into your DEI work. For example, SAP™° has an Autism at Work
week, and Microsoft holds annual Autism at Work events. Other examples include
starting neurodiversity ERGs to raise awareness and build connections around
neurodiversity, educating leaders about neurodiversity, creating opportunities
that rely on creative thinking and less on linear thinking, creating diverse physical
spaces that accommodate a range of working styles, and designing surroundings
to account for different needs, such as Snoezelen multisensory environments,'
where people have access to cosy, soothing, darkened rooms.
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Case studies

Amazon works to identify the best talent from all backgrounds.

To find the best talent for technical and non-technical roles,

the company actively partners with organizations and academic

institutions that reach underrepresented communities.' Through
their interview process, they work to understand the diverse perspectives
that candidates from all backgrounds bring and work to recruit women and
underrepresented racial/ethnic minority talent. For example, they recruit from
diverse colleges and universities (including Historically Black Colleges and
Universities (HBCUs), Hispanic Serving Institutions (HSIs), women’s colleges
and tribal colleges) in the United States and host hiring fairs and career
enrichment summits like “Represent the Future, Success is Inclusive” in order
to partner with underrepresented communities around the world.'® The
company also brings college students to Amazon’s campus to learn from
finance and accounting leaders and to interview for finance internships. Amazon
has also been creating opportunities for people with disabilities at Amazon,
with examples like the silent delivery station in Mumbai and the partnership
with the Northwest Centre, a Seattle-based non-profit that helps people with
disabilities find jobs and keep them.

ANZ Bank Lao in the Lao People’s Democratic Republic introduced

a range of measures that seek to promote gender DEI and embed

it into the employee life cycle. Initiatives include a requirement for

managers to ensure that at least 40 per cent of candidates for
interviews are women and that both women and men sit on selection panels.?#
Parental leave is available for mothers, fathers, same-sex couples and parents
of adopted children. There is support for LGBTQ2+ staff through the sponsorship
of a group pride network within the Bank. Pension and healthcare schemes
are extended to life partners. Flexible working and unpaid ‘lifestyle’ leave for
major life events are offered to help retain employees. These actions have
resulted in the improved retention and promotion of diverse talent.
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Starbucks aspires to make each one of its stores a welcoming and

inclusive place.®® From their decision to offer health care to part-

time workers to the commitment to support diverse hiring and

economic development through their community store initiative—
they are dedicated to creating not just opportunity but equal opportunity.
Examples include plans to design, test and scale more inclusive design
standards and experiences across its store portfolio with the goal of ensuring
that physical and digital Starbucks environments will meet an elevated standard
of accessibility by 2030. In 2021, Starbucks achieved and maintained 100 per
cent pay equity by race and gender for similar roles in the United States and
100 per cent gender pay equity in Canada, China and other company-operated
global markets, including Austria, Italy, Switzerland and the United Kingdom.
Good practices they have used to address the gender pay gap include not
asking for prior compensation history to determine base compensation for a
new role, as well as using clear and consistent processes for annual merit
increases and bonuses that are statistically analysed before finalization to
ensure that there are no biased outcomes.’?¢

TELUS created the TELUS Work Styles programme,'?” which offers

employees the option to work remote or hybrid. This flexibility

strengthens employee accountability, ownership, control and

engagement. TELUS has seen results from supporting flexible work,
such as savings in real estate and reductions in travel expenses. For example,
in 2018, the company reduced 2.9 million hours of commuting time.'22

X (Twitter) provides training on disability accommodation to all

managers; has a centralized accommodation programme in the

United States that is coordinated by a trained and experienced

team; and recently created an accommodation budget to remove
any financial concern that a manager may have from the consideration of
individual accommodation.'?®
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We know from the WEPs that organizations have a
responsibility to ensure occupational health and safety,
prevent workplace violence and harassment, support
employees’ psychological safety and mental health,
and create and maintain conditions so employees
are comfortable.

Gender equality and DEI are linked to workplace well-
being and safety in complex, nuanced ways. Research
reveals that women experience gender-based violence in
the workplace more commonly than men and that specific
groups of women are at higher risk than others, including
senior leaders, LGBTQ2+ women, indigenous women, women
with disabilities and women in male-dominated fields.®® Research
also indicates that women are up to twice more likely to experience
anxiety and depression than men due in part to gender expectations, including
work and family responsibilities. Those who face work-related racial/ethnic discrimination
experience negative mental health impacts, and women of colour may be subject to an
additional ‘emotional tax’ from being compelled to protect themselves from racial and gender
bias and discrimination.’!

In the wake of COVID-19, the physical and mental health and well-being of employees have
become a top priority. As Adriana Leigh notes in the Ontario Workplace Health Coalition’s
discussion paper on “Psychological Health and Safety in the Workplace”, employers have now
been tasked with paying more attention to the interplay of the impacts of inequity, harassment
and exclusion on mental health in the workplace, although these links existed long before
the pandemic.3?

The COVID-19 crisis revealed that a range of factors can lead to or increase the risk of violence
and harassment, such as poor working conditions, stress, stigma and discrimination, and it has
led to increases in domestic violence. Employers need to take steps to review and implement
risk assessments and put in place preventive measures to protect the safety and health
of employees.33

34

PAGE



I 5-C [(ON 2

7/

% f
Internationally, the ILO Violence and Harassment Convention, 2019 (No. 190), is a useful legislative 7
framework to support COVID-19 response and recovery and ensure safe working conditions
for all.®* Nationally, governments have passed legislation to protect against workplace violence Y N
and harassment. Regardless of legislation, all companies should proactively implement safety &
plans and ensure that mechanisms are in place to guarantee employee well-being and reduce
health and safety risks. 4

Good practices

Organizations collaborate with women and underrepresented groups to identify
gaps and how workplace policies, programmes, processes, controls, design and
environment can reduce inequalities.

Occupational health and safety, human
resources and DEI teams collaborate, and links are made between well-being,
the prevention of harassment and violence and mental health.

Recommendations

Provide ways for employees to anonymously disclose their
experiences, and use these results to inform follow-up action and training.®®

Ensure that they are implemented and followed up on
appropriately to address reports of bullying and harassment, including sexual
harassment and discrimination, microinequities and retaliation.’® Organizations
should develop a policy for the prevention of gender-based violence and
harassment at work and on domestic violence; see the WEPs policy templates
on these topics.®?
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This can be done through quantitative and qualitative
data-collection methods, including lived experience. Collect data on various issues,
which can include but are not limited to workplace conflict, such as incidents,
disputes, discipline and grievances, reports of bullying, harassment, microinequities
and retaliation as well as resolution outcomes, to identify trends and impacts as
well as workforce health, safety and well-being.’®® Use these data to develop
intersectional and gender-responsive indicators to measure workplace well-being
and safety.’®®

Feeling emotionally and psychologically safe means that employees feel able to
express their feelings, speak up and communicate openly.*#° Leaders can build
psychological and emotional safety by encouraging employees to speak up at
work and by demonstrating openness to having tough conversations without
becoming defensive. Through these conversations, leaders model a culture where
they respect, hear and value diverse voices.™

According to Bill Howatt in his article
“Leaders can Facilitate Trauma-Informed Workplaces”, a trauma-informed
workplace understands and recognizes the presence of trauma, acknowledging
the role trauma can play in a person’s life.*2 He notes that employees have varying
experiences of trauma, from microinequities to sexual or domestic violence or to
being a newcomer or a minority in an unwelcoming workplace. Trauma-informed
employers approach employees who display out-of-character behaviour with
curiosity and compassion, trying to root out the cause rather than assume that
they are being ‘difficult’ (as employees in a state of trauma are at risk of being
afraid, which can result in irritability). Howatt recommends that employers adopt
a ‘plan, do, check, act” approach to measuring and monitoring whether established
programmes are working and support a psychologically safe workplace. According
to Adriana Leigh in her article “Why DEIB and the Future of Work in Trauma-
Informed”, employers should educate themselves on trauma and understand the
different types, which include;43

‘Big T’ trauma refers to a single event or experience.

Cumulative trauma refers to the cumulative impact of a series of ‘small t's’
or events over time. The cumulative stress effect of cumulative trauma can
be comparable to that of a ‘big T (major single event trauma experience).

Vicarious trauma refers to the stress/trauma reactions triggered when we
see or hear about people who are suffering. Our own history, identities
and mental health baseline affect our vulnerability to vicarious trauma.
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Leigh provides recommendations on the ways that employers can facilitate a 7
trauma-informed workplace—for example, holding regular meetings to discuss
challenging events and moments of inspiration at work, creating safe rooms where Y N
people can go to decompress, blocking time for check-ins and creating group &
guidelines for check-ins and meetings, so employees know what to expect. y 4

Provide opportunities for
underrepresented groups by creating ERGs and/or focus groups. Draw on
feedback from these groups to gain insight and tailor well-being initiatives
and programmes at work.144

Ensure that all employees, including
part-time workers, have equal access to health insurance and to support services
for survivors of violence and harassment.#> Provide mechanisms to protect all
employees when working, whether on-site or off-site. Options include a remote
check-in system, arranging security or transportation for after-nours work,
designating gender-neutral washrooms and consulting with all genders and
diverse groups in the renovation or design of workspaces.'4é

Ensure that
they work proactively to destigmatize mental health and create awareness of
equity-specific mental health factors. Prepare them with formal policies and
resources to support those experiencing issues related to mental or physical health,
personal crises, unexpected events, etc.'4?

Sexual
harassment training should be held regularly rather than only part of the induction
process. A one-size-fits-all approach is unlikely to be effective. A nuanced and
layered approach is therefore recommended—tailored to the context, linked to
work roles and responsibilities, and reflective of the diverse workforce cultures.
Training on sexual harassment should focus on new ways of thinking and acting
rather than providing the ‘right” answers. It needs to be engaging, encourage
active discussion and provide a safer space for questions and reflection. It should
also be delivered by trainers with expertise on the issue.™8

Work towards eliminating the stigma associated with domestic
violence by talking about it so that employees feel comfortable about coming
forward.™® In addition, train security staff and managers to recognize signs of
domestic violence, human trafficking, forced labour and sexual exploitation
and abuse.®°
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_ Case studies

CAE developed EthicsPoint, a third-party platform with a website
and hotline that employees, customers, partners and suppliers
can use to confidentially report issues related to illegal or unethical
behaviour, including equal opportunity and a harassment-free
workplace. Additionally, CAE created a pilot project to conduct a Total Health
Index assessment of employees’ physical and mental health, personal life
and work environment. Employees received a personalized report with
recommendations and relevant resources, and CAE used the aggregated results
to improve organization-wide initiatives and policies related to well-being.’™

Since the COVID-19 pandemic, Crystal, a financial inclusion
organization and one of the first companies that joined the WEPs
in Georgia, started planning well-being initiatives. The company
surveyed employees to find out their needs during the pandemic.
Based on the survey results, Crystal delivered webinars and training to increase
employee awareness of the new epidemiological regulations—and to enhance
employee happiness, engagement and satisfaction. From these activities,
the company learned that employee well-being encompasses much more
than just physical health. Although it may not be easy for any company to
become employee centric and put people first, the unprecedented times
showed Crystal that this approach is fundamental. The company observed
that when people have a positive sense of well-being at work, they can
develop their potential, be productive and creative, build positive relationships,
better cope with stress, make meaningful contributions and take better care
of their customers. This in turn has had a positive impact on the company’s
corporate responsibility, further contributing to its corporate sustainability.’>?
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Google actively listened to how social and economic inequities

and the relentless effects of the global COVID-19 pandemic

impacted people at Google and beyond. In 2021, they reflected

on what they learned—and they acted. One of their key actions was
to take concrete steps to foster a culture of belonging. For example, in the
Asia Pacific, they started the “You Can’t Ask That” programme in 2020,
which creates a safe and respectful place for any Googler to share stories
and experiences that reflect experiences faced by them or their community.
In their India offices, Google received a gold rating in the 2021 India Workplace
Equality Index, India’s first comprehensive benchmarking tool to measure
LGBTQ2+ inclusion in the workplace—thanks to internal initiatives, like
“Chai Chats”, that foster open discussions between employees. Leaders from
each office also held conversations with disability ERGs.1%3

Stantec has made a point of prioritizing psychological health and

safety. Their corporate safety team is conducting a company-wide

audit on mental health and will use the findings to determine key

focus areas for mental health moving forward. At the same time,
Stantec has implemented and supported mental health initiatives across its
offices in Canada.’™
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The WEPs underscore that programmes to support

the professional advancement of women and

underrepresented groups should include education

and training, complemented by networking,

mentoring and sponsorship programmes.’s Career
development practices help employees acquire new
skills, take on more responsibility and enhance their

knowledge, which can help them succeed at their jobs,
earn promotions and transition to new positions.

Senior management support—either in the form of
mentorship or sponsorship—and assignment allocation are
crucial for achieving gender equality and women’s empowerment.
Women, and especially those with intersectional identities, tend to
have less access to career development opportunities, fewer role models
and more pressure if they are the ‘only’ representatives of their gender and/or
other identities in a position, team or organization. To prevent backlash and provide equal
opportunities for advancement, organizations need intentional and adaptive practices that
respond to the needs of all employees.%6

Good practices

157
158

One of those business areas is the information technology (IT) field. To open
opportunities for career advancement in IT fields for women, a US-based
multinational technology company maintains strategic partnerships with women’s
organizations in several countries where it operates in order to promote education
and training and recognize women’s accomplishments in IT.15°
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160 Mentorship can help a high-potential employee feel Y N
less isolated at work as well as encourage them to interact more with others,
particularly new hires. Mentors can provide tips on career growth and introduce y

the employee to other professionals. Coaching, mentoring and sponsorship
opportunities enable employees to promote their personal and professional
development in a strategic and supportive manner, which leads to an increased
return on investment per individual. The presence or absence of a supportive
mentorship programme may be what drives an employee’s decision to remain
within an organization or not.'®!

This includes computer literacy classes as well as vocational and IT
training.'62

Recommendations

Identify areas and levels of the business that would benefit most from the
programmes; assess future workforce demographic needs; set formal goals and
measurement methods; and develop a strong communications plan to promote
programmes. Career development programmes should provide all parties with
sufficient information, support and resources to help them understand their roles,
cultivate self-advocacy skills and ensure that participants are effective and engaged.
While designing the programmes, ‘similar to me’ relationships should be
avoided in order to look beyond traditional mentoring structures that could limit
opportunities for women, visible minorities, people with disabilities, etc. Employees’
career development plan should aim to match their skills and development needs,
which can include having multiple mentors or reverse-mentoring aspects
(with mentors learning from mentees).63

This includes, for example, tailoring programmes to support women in male-
dominated roles and men in women-dominated roles, sharing information about
non-traditional career paths, and encouraging horizontal progression and
non-linear advancement.
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According to the
WEPs guidance note on mentoring,'®4 the objectives of mentoring should be
concrete, feasible and achievable. It is recommended to use SMART (specific,
measurable, attainable, relevant, time-based) objectives to design the right goals.
The more specific the objectives are, the easier it is to evaluate results and improve
the programme for the next round of employees. The process should be monitored
at regular intervals—for example, through periodic reports on the programme’s
progress and follow-up questionnaires for those participating in the programme.’63
A mentoring programme should be a minimum of three months in duration.
However, a mentorship period of six months is more beneficial as it allows mentees
to set realistic goals and achieve them, while mentors will be able to monitor
progress.'6é

Graduates of the mentoring programme can become ambassadors of the
programme and play a critical role to the success of future programmes.
Call on alumni to promote the programme and recruit new members to ensure
sustainability. Alumni can also become trainers of future participants.'?

Update performance frameworks to ensure that mentoring is a professional
development opportunity and that those who participate are recognized.
Use the mentoring programme in performance management and/or to discuss
the acquisition of new skills or changes to a person’s current situation.’6®
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Case studies

As the workforce continues to diversify and widen across the globe,

this challenge has become an imperative for APM Terminals Poti,

one of the biggest operators and employers in Georgia (at the Black

Sea port) and a WEPs signatory since 2018. With their goal of
increasing diversity in the workplace, which is 90 per cent male-dominated,
the company formed partnerships with six technical and vocational education
and training (TVET) institutions to support women’s economic empowerment
and education. This joint venture allowed APM Terminals Poti to implement
Principle 4 and identify the required female workforce through the TVET
centres for jobs traditionally occupied by men: crane operation, information
technologies, health and safety, welding, electrical engineering and mechanical
engineering. The company then provided the identified women with paid
internships and on-the-job training. Since spring 2019, four young women
have received internships, one of whom is now employed as a crane operator
after completing her internship with the company. By specifically recruiting
women, this partnership enables them to enter traditionally male-dominated
professions.'s®

As part of Deloitte’s Emerging Leaders Development Programme,
employees from underrepresented populations are paired with
mentors from the partner, principal or director level. In 2018,
Deloitte also launched a mentorship programme for women,
the Deloitte Women’s Leadership Launch, which is one of the company’s
initiatives to support women’s career advancement in the company.?°
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Companies are well positioned to advance gender
equality, DEI and empower women through their
purchasing policies and practices. The size and volume
of global corporate purchasing means that corporations
have the potential to dramatically influence the way
suppliers and supply chains operate.’”

Deloitte notes in its publication “The Diversity and
Inclusion Revolution: Eight Powerful Truths” that, while
many organizations have prioritized workforce diversity over
customer diversity, both are important to business success.'”?
Deloitte’s 2017 research revealed that up to half of customers
had been influenced to make a purchasing decision based on the
organization’s support for equality.

In terms of marketing and advertising, 2021 research from the Unstereotype Alliance,
“Beyond Gender 2: The Impact of Intersectionality in Advertising”, showed that consumers’
expectations of brands are changing and that those companies that create content with
diverse representations of people in terms of race, ethnicity, creed, body size, sexual orientation,
gender, ability and other characteristics in roles that defy traditional stereotypes are best
positioned to strengthen business performance and meet consumer expectations.”3
Some countries have taken action by passing regulations of gender portrayal in advertising,
and UN Women launched the Unstereotype Alliance in 2017 to bring industry leaders
together to take collective action in eliminating outdated stereotypes in advertising.

WOMEN’S
EMPOWERMENT
PRINCIPLES
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Good practices

W N
Organizations use positive and progressive images of people from /
diverse backgrounds and inclusive language in product and service marketing
and advertising communication.” Companies proactively challenge stereotypical
roles of gender and other social factors and avoid cultural appropriation, showing
positive role models and featuring diverse, realistic portrayals of different genders
and social identities, including faces, bodies, sexual orientation, gender identity
and expression, and cultural background.’s

Marketing and advertising accurately reflect the practices in the
organization. Organizations that advertise inclusivity and the potential for upward
mobility only do so when this is the reality in the organization, not when promotions
only belong to one specific group. The products and services that are designed,
developed, advertised and sold by organizations also respect women’s dignity
and eliminate gender stereotypes and bias.'”®

Companies create opportunities for businesses owned by women.
They engage with supply chain partners through supplier
forums and feedback mechanisms to share and
exchange DEIl experience and expertise.'””
) »

D
=N
)
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Recommendations
\/
\ /
A &

Integrate DEI principles into
each stage of the procurement and supply chain process. The business strategy
of an organization should also include supplier diversity to broaden the range of
suppliers, including businesses owned by women. Within the activities related
to procurement and supply chain relationships, data should be collected—for
example, the number of women suppliers and women-owned businesses and
the volume of such procurement.’”®

Periodically review DEI provisions in procurement
policies, processes and practices as well as the performance of supply chain
partners, and incorporate gender equality and DEI contractual clauses that require
supply chain partners to provide decent work, safe and secure working conditions,
a living wage and fair and respectful treatment of people.”® Supply chain partner
performance within an organization should be monitored against DEI contractual
clauses.180

Ensure
that the whole marketing team receives training on gender stereotypes, bias
and intersectionality, and consider requesting such training to agency partners
or vendors.
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Case studies

Employment and Social Development Canada oversees a public

procurement policy that promotes DEI in supplier enterprises.

All suppliers to public contracts in Canada must sign an Agreement

to Implement Employment Equity within 30 days of the contract
award. Enterprises should take reasonable actions to ensure progress towards
the full representation of women, people with disabilities and members of
visible minority groups and indigenous people within their workforce. Progress
is reviewed through regular compliance assessments by the Labour Programme.
Failure to adhere can result in the loss of the contract and/or of the right to
bid on future contracts.’™®

Unilever began its journey to unstereotype the portrayals of people

in its advertising in 2016. Unstereotyping ads is part of Unilever’s

business strategy that impacts all brands and marketing teams

as well as agency partners. Dove’s #ShowUs campaign2 in
collaboration with Getty Images creates an open image database of diverse,
natural, non-digitally distorted women. In addition to brands like Dove and
LUX83 supporting women’s empowerment, brands like Axe/Lynx and Dove
Men+Care have launched campaigns to tackle stereotypes that hold men
back in the workplace. In 2019, Dove Men+Care launched the Pledge for
Paternity Leave and Paternity Leave Fund®* to make paid paternity leave the
new standard.
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Companies are starting to better acknowledge their

impact on the communities in which they operate.

Accordingly, they have started to advocate for DEI

interests beyond their workplace into communities

and society, placing an increased emphasis on
being socially responsible, going beyond traditional
philanthropic contributions.'83

Each company’s external stakeholders vary but may

include a variety of individuals or groups that are affected

by its operations and activities, such as investors and

shareholders, communities and community organizations,
educational institutions, regulatory bodies, advocacy groups and
non-profit associations, in addition to customers, clients and supply
chain partners. It is important for organizations to recognize the needs,

expectations and interests of these stakeholders, as they can impact DEI
outcomes positively or negatively. A proactive, inclusive and collaborative approach to external
stakeholder engagement can demonstrate leadership and commitment to DEI, influence the

adoption of inclusive behaviours and practices among stakeholders, and build the company’s
reputation for social responsibility.186
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Good practices

N \&
as well as share DEI learning from such activities. /

including through social media
engagement under #WEPs, #BlackLivesMatter, #MeToo, #GenderBasedViolence,
#UnitedAgainstRacism and #StandUp4HumanRights.18?

188
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Recommendations

‘\/

For example, this can be accomplished by providing
\'V‘/ information to employees on community initiatives that the organization supports
and by providing time off and/or compensation and rewards.'® See the case
study below on Unilever’s Take Action Hub, where employees and those visiting
its website can find organizations, petitions and activities that offer them the
chance to take part in simple, actionable initiatives that help make sustainable
living commonplace.’®°

Start by recognizing
the needs, expectations and interests of external stakeholders, particularly women
and girls, as they relate to your organization’s DEI principles and objectives;
and develop your strategy based on the relevance, needs, interests, power,
importance and influence of various external stakeholders on your organization’s
DEI objectives.’™ As part of your DEI strategy, monitor the influence and impact
of external stakeholders on the organization’s DEI objectives and outcomes.1®?

193

For example, see the case study below on the Starbucks Community Resilience
Fund, which aims to advance racial equity and environmental resilience by
supporting small business growth and community development projects in Black,
Indigenous and People of Colour (BIPOC) communities with historically limited
access to capital.

and identify
opportunities to support their DEI initiatives.® Communicate DEI principles and
objectives consistently when engaging with external stakeholders.193

196 Document examples of sharing DEI
experiences and expertise between the organization and its external stakeholders.®?
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Case studies

Impact Hub Thilisi is an international co-working space aimed at
promoting entrepreneurship through diverse programmes and
projects. To implement Principle 6 at the community level and
boost entrepreneurship interest among mature women, Impact
Hub Tbilisi, in partnership with Liberty Bank, implemented the project
“Restart 60+”. The project targeted homemakers in their sixties and older
women who are eager to work and participate in social life and/or wish to
improve their income. Interest in the project was significant: among
220 applicants, 15 women were selected and trained in the basics of
entrepreneurship and culinary business during a three-month period.'®®

Starbucks is providing an example of intentional community

engagement. In January 2021, Starbucks announced new initiatives

as part of a long-standing commitment using its scale and platform

to positively impact the communities they serve. One part is the
commitment to invest US$100 million to launch the Starbucks Community
Resilience Fund. It aims to advance racial equity and environmental resilience
by supporting small business growth and community development projects
in BIPOC communities with historically limited access to capital. The investments
will initially focus on 12 US metropolitan areas and their surrounding regions:
Atlanta, Detroit, Houston, Los Angeles, Miami, Minneapolis, New Orleans, New
York City, Philadelphia, the San Francisco Bay Area, Seattle and Washington,
DC. In partnership with community leaders, Community Development Financial
Institutions (CDFIs) and other impact-focused financial institutions, the Fund
will help provide access to capital intended to support small businesses and
neighbourhood projects, including those addressing the inequitable impacts
of climate change.’®

Unilever created its Take Action Hub,?°° where employees and those

visiting its website can find organizations, petitions and activities

that offer them the chance to take part in simple, actionable

initiatives that help make sustainable living commonplace. They
are initiatives that Unilever and its brands own, deliver, support or sponsor or
are ones that are run by their partners.
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Measuring and reporting—both internally and
externally—are crucial to ensure that organizations are
held accountable for their commitments and create
opportunities for advancing meaningful action.

A growing number of stakeholders, including
employees, consumers, investors and civil society,
are calling on companies to disclose information on
their efforts towards gender equality. By using the
WEPs Transparency and Accountability Framework,2°1!
companies can more effectively work towards a gender-equal
economy that works for all women and men. The framework
aims to provide companies with a holistic set of indicators that
are most likely to advance gender equality across corporate value
chains aligned with existing corporate gender equality frameworks.
The indicators aim to challenge the status quo while also enabling companies
and organizations to understand their performance on gender equality and women’s
empowerment across their value chain. It helps companies:

Learn to operationalize the WEPs through a gender action plan.
Get an overview of how to develop a successful organization-wide action plan.

Understand the importance of consulting external stakeholders.

To accurately measure and report on DEI impacts, a strategy and action plans are essential.
An effective DEI strategy should be scaled as well as purposeful, strategic and customized.
As DEl is nuanced, every strategy should be tailored to the context and unigue organizational
challenges, not based on current trends in DEI. DEI planning should be intentional, human-
centred and iterative rather than reactive, and it should include specific objectives and goals.
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McLean & Company underscores that the development of a DEI strategy should follow four 7
strategic pillars;292
W N
Create a DEI strategy project team, / &
gather data to uncover DEI gaps, conduct focus groups, review broader /

strategic goals and priorities, complete a DEI assessment, and gather external
data to understand the DEI landscape.

Undertake a SWOT analysis, identify the
organization’s DEI strategic pillars, and determine the goals and metrics that
will indicate progress.

Clarify roles and
accountabilities, examine the employee life cycle from a DEI lens, and select
customized DEl initiatives.

Identify DEI responsibilities across the
organization, build a clear action plan for launching the DEI strategy, and
determine a communications plan.

DEI maturity level

Companies should also strive to better understand their own DEI maturity level to help
them set a baseline for their strategy and assess progress. Companies that show strong,
transformational change on DEI have four things in common, according to the [LO:203

They focus on adopting a strategic and culture change approach to DEI.
They build diversity at top management levels.

They adopt a shared approach to leading change on DEI that involves
leaders, managers and employees at all levels.

They embed DEI into every aspect of the employee life cycle and
organizational activity through policies and practices.

Companies should take stock of their own DEI maturity levels in developing and implementing
their DEI strategy to better understand their current baseline and assess progress. Deloitte?04
and other consulting organizations, as well as the [LO?°5 and the GDEIB,2°¢ have developed
useful frameworks that can be used in conjunction with the WEPs Transparency and
Accountability Framework?°7 to assess a company’s DEI maturity level.
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Three levels of DEI maturity

5—'\/
The ILO’s “Transforming Enterprises through Diversity and Inclusion” cites three levels of
> ¢ DEl maturity:2°8
\ /
N

Organizations take more of a compliance-focused approach
at the beginning of their work on DEI and may have some
basic policies in place but little else.

COMPLIANCE

Organizations have a range of actions in place, such as staff
awareness training, but these have limited overall impact on
the achievement of systemic change. The approach is often
driven by a series of initiatives rather than being coordinated
and strategic, and the onus for change is often on underre-
presented groups to adapt to fit with the predominant culture.

TRANSACTIONAL

DEl is part of the organizational culture and strategy and is
embedded into every aspect of the employee life cycle and
organizational activity. Top level management is diverse,
and all are held accountable for DEI actions.

TRANSFORMATIONAL
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Five maturity levels

For WEPs signatories and global organizations, the Global Diversity, Equity & Inclusion W N
Benchmarks?2°® offers a particularly flexible and easy-to-customize maturity model. %
/
7

n

|

L

E Demonstrating current global best practices in DEI; exemplary.

-

Implementing DEI systemically and showing improved results
and outcomes beyond what is required or expected.

LEVEL 4

A clear awareness of the value of DEI, starting to
implement DEI systemically. This is what is required
and expected of all organizations.

LEVEL 3

A compliance-only mindset; actions are taken primarily to comply
with relevant laws and social pressures. Doing the bare minimum.

LEVEL 2

No DEI work has begun; diversity, equity and inclusion are not part
of organizational goals.

LEVEL 1
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Developing DEI goals and metrics

‘\/

According to the OECD policy brief on diversity at work,?'° the collection of accurate and

Yoo systematic disaggregated data on the implementation and results of anti-discrimination and
diversity initiatives, including on the effectiveness of mechanisms, can help strengthen the
understanding of what works in promoting and embedding DEI.

It is crucial to measure diversity quantitatively, in addition to measuring the qualitative
experience of inclusion and belonging. While an organization may be successful in attracting
and recruiting a diverse workforce, it is inclusion that influences the extent to which diverse
members are able to thrive and fully contribute. Overall experiences of inclusion within a
workforce should be examined by breaking down the results by personal characteristics so
that different experiences between groups are uncovered. The ILO report “Transforming
Enterprises through Diversity and Inclusion” offers a framework for measuring workplace
inclusion at three levels:2"

Assess the degree to which employees say they feel included at work.

Consider factors contributing to belonging—that is, the extent to which
employees feel:

Respected for who they are and the skills and experience they bring and
that they experience a sense of belonging at work

Supported to perform well in their roles

Rewarded and developed at work in an environment that supports equal
opportunity and treatment

Examine the extent to which employees experience the positive benefits of
inclusion. These benefits include an increased sense of well-being, greater
ambition for career development, higher levels of productivity, performance,
commitment and collaboration, and more opportunities to contribute to
better ways of doing things in their workplace.

There are various tools that can support human resources in WEPSs signatories in developing
DEI metrics for their organizations. One of these tools is the “ISO 30415:2021 Human Resource
Management - Diversity and Inclusion”, which provides sample DEI metrics to use for each
stage of the employee life cycle.?2 This tool is scalable to all types of organizations across
sectors, regardless of size, type, activity, industry or sector, growth phase, external influences
and country-specific requirements. The document presents fundamental prerequisites for
DEl, associated accountabilities and responsibilities, recommended actions, suggested
metrics and potential outcomes.
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Sample metrics for inclusive organizational culture

The effectiveness of outreach activities with all stakeholders to ascertain /
the organization’s awareness of its DEI principles and objectives

The percentage of the workforce that discloses their
personal demographic data

Changes in the composition of the organization’s governance
body and workforce

The percentage of the workforce that states that they
feel valued by the organization

Data on workforce health, safety and well-being, including absences,
workforce turnover and retention, in order to identify trends
and adverse impacts

Data relating to workplace conflict, such as incidents, disputes,
discipline, grievances, complaints of bullying, harassment,
microaggression, and forms of retaliation, as well as resolution
outcomes to identify trends and adverse impacts

Data related to disproportionate and adverse impacts arising from the
implementation of organizational policies, processes and practices

Trends in solicited and unsolicited feedback to ascertain the
organization’s standing as an inclusive organization and any DEl impacts

Changes in the number and levels of DEI risks identified
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. Organizational diversity and inclusion QYo
Source: Modified from ISO 2021.
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The ISO metrics can complement indicators and information that WEPs signatories may already
have, including those from the WEPs Transparency and Accountability Framework?3 and the
WEPs Call to Action.?"
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Communicating and implementing your DEI strategy

W N
According to McLean & Company, organizations should develop a specific plan to execute , &
and implement their DEI strategy, which should include an action plan for launching the y
strategy and a communications plan.?™s

When communicating the DEI strategy across the organization, it is important to tailor and
choose channels for specific audiences (e.g. human resources, employees, managers, etc.)
and communicate clearly and consistently—and in a timely fashion to avoid misinformation.
It is good practice to start communicating on the DEI strategy well before completion.

As a starting point, the WEPs Welcome Package?'® includes plenty of promotional materials
and templates that companies can download for internal and external communications for
use at their meetings, conferences, booths and events to showcase their commitment.

Good practices

It includes an action plan with concrete actions, the allocation of human and
financial resources and an accountability framework.

It does so by using the WEPs
Gender Gap Analysis Tool?7 to gain an understanding of the status of DEIl and
to gauge progress.

218 DEI communication should be frequent and ongoing, both
internally and externally.?®
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Recommendations

Review current data collected by human resource
systems, including on recruitment, hiring and selection, training and development,
promotion, retention and termination—considering both quantitative and
qualitative data to create an understanding of the status of DEI. Use participatory
methods, including anonymous surveys, focus groups and in-depth interviews.
Identify regular checkpoints for assessing DEI initiatives, goals and metrics.220

A holistic set of indicators are listed in the

WEPs Transparency and Accountability Framework.2 When developing metrics,
measure diversity quantitatively, in addition to measuring the qualitative experience
of inclusion and belonging. A DEI strategy will involve various metrics, including
results-based indicators—for example, the men-women ratio in management or
the percentage of local or foreign nationals in all levels of managerial posts—
and means-based indicators, such as the number of participants in specific training
programmes or the number of managers taking part in awareness programmes.
Culture Amp provides a useful list of potential metrics and data to monitor DEI,

including data on the employee life cycle—for example, tracking the demographic

similarities between employees who get promoted, data trends between employees
who rate their job satisfaction and engagement poorly, and metrics focused on

company make-up, such as diversity in the C-suite.???

Meet with key stakeholders to gather feedback on the DEI
strategy and initiatives, and consult with employees across all levels to inform
the changes you make.?%3

For example, the
organization can include a section in their annual report detailing the ways in
which it has implemented its anti-discrimination and diversity commitments
(e.g. actions undertaken, practices and results). DEI topics should be on websites
and social media platforms, and they should be quick and easy to find.
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Case studies

Sodexo set a goal of having women comprise 40 per cent of its

senior leadership level by 2025. To get there, the company

created the Gender Advisory Board “SoTogether” (previously

known as SWIFt, Sodexo Women’s International Forum for
Talent). In the United States, Sodexo also developed a Balanced Scorecard
for Diversity, with a Diversity Index linked to an annual incentive. The
scorecard contains both quantitative and qualitative measures. Quantitative
measures focus on the distribution of women and people of colour within
hiring, promotions and terminations, while qualitative measures look at
managers’ inclusion behaviours over the year, such as whether they
attended diversity training or mentored diverse employees. Today, globally,
women make up 60 per cent of Sodexo’s board, 35 per cent of its executive
team and 37 per cent of its senior executive roles.??4
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Six areas \
to begin your WEPS journey ¥

Below is an easy-to-use, consolidated list of practical steps that your company can take to
begin its WEPs journey, inspired by the recommendations in this manual and adapted from
Lever’s “Diversity and Inclusion Handbook”.225 This list was developed through insight from
Lever employees, innovative customers, industry leaders and several studies. When
reviewing this list, it is important to remember that for DEI to be sustainable and effective,
activities should not be ad hoc or approached as a checklist but, rather, integrated as part
of a scaled, purposeful, strategic and customized DEI strategy.

Inclusive language and communication

Audit job descriptions
for the use of ‘he/his/him’ as a default, and convert them to gender-neutral
pronouns like ‘they’. Textio??® offers a platform where you can copy-paste
your job descriptions and receive feedback.

Even one sentence sends a strong
message to applicants.

Studies have found that men apply
for a job when they meet only 60 per cent of the qualifications, but women
will only apply when they meet 100 per cent of them. Instead of focusing on
a checklist of skills that could weed out great women and minority candidates,
focus on what a candidate will be expected to achieve in, for example, a month,
six months and a year into the job.

227

It can catch potentially hurtful
language and subtly remind individuals of how to rephrase the content.
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5\/ Whenever someone
accidentally uses a gender stereotype or bias for something gender-neutral,

> ¢ they put a fixed amount of money in the jar. When they reach a certain total,
\ 7 they donate the money to a charity.
N

If you are going to provide
magazines, try to make them relevant to your industry as opposed to providing
gender-specific options.

Inclusive work environment and employee practices

For example, consider celebrating International
Women’s Day (8 March), the International Day of Rural Women (15 October),
the International Day for the Elimination of Violence against Women
(25 November), and those for underrepresented minorities like Gay Pride
Week (location-specific).

This will allow more working parents to participate, as well as others who
may not be available otherwise.

Some people like to talk through new information immediately,
while others prefer having time to process.

In this technique, you ask every
person in the room for a contribution. People can either share an idea or pass.

Studies show that women are far more likely than
men to be interrupted in meetings.

It should outline how every employee can contribute to an
inclusive workplace.

The default temperature in most
buildings is often what is most comfortable for men.
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l \f
Try to put up decorations, signage or even 7
fun company memories that promote the values you want employees to hold.
. PN
Lever’s bathroom doors have a sticker that says \
“For those who identify as” above the men’s and women’s signs. s

If you have limited space, try using an available room such as a
conference room, which can still be used for conferences when not in use.

There is great literature out there that can stimulate
conversation,

A movie night is another way to stimulate meaningful
conversation without the commitment of reading a full book.

Invest in the things they care about. Start small.
Do not let the scope of things that need to be done keep you from doing
anything at all. You can talk about DEI forever, but acting is the only way to
change anything.

Inclusive representation and cultural diversity

Order also from non-gender-
binary clothing companies.

Your employee population should be reflected, which can also
open discussion naturally.

Which demographics are represented
in your photos and in your leadership biographies? Candidates may interpret
a non-diverse careers page as a sign of a non-inclusive workplace.
Remember, however, that your external visuals should reflect the reality of
your organizational culture and practices. Do not advertise inclusivity and the
potential for upward mobility when this is not the reality in your organization.

If there are
organizations doing work that you admire or aspire to, offer to sponsor them.
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Inclusive organizational policies and procedures

»\/

< ,
b Your HR/DEI team can hold recurring ‘open door’
\ . .
hours and welcome discussions on DEI.
Ve

Get employees, or representatives in other companies,
together to talk about DEI, what is working and what is not working.

Empower employees by giving them the option
to take time away when they need it, which also signals that you trust
their judgment.

Show employees that you trust them to get their
work done with the freedom to create their own work hours. People have all
sorts of situations that may affect their ability to work a strict schedule from
9am to 5pm (e.g. picking up or dropping off children at school).

This can
lead to more empathy towards others, as well as an appreciation of differences.

Standardized reviews help reduce
unfairness in promotion decisions. If you are not able to implement a formal
review process, solicit reviews via a 360 assessment tool instead so that
managers have multiple perspectives.

If you are not tying DEI directly
to individual goals, you can still touch upon hiring managers’ efforts, progress
and expectations of those goals in performance conversations.

It can be hard to know how to talk about
DEl and bring awareness to your co-workers. The Society of Women Engineers
in the United States, for example, partnered with another organization to create
a set of knowledge cards designed to facilitate a discussion and prompt
reflection around DEI.228

229

Acknowledging that we all have biases is a key step
to deeper DEI conversations.
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! \f
These workshops can offer sessions on 7
such topics as communication and empathy to your company’s employees.
. A
Promote a healthy working \
environment by catering to individual needs. /

The legality of same-sex
marriage varies, but if you have the power to be more inclusive with your
benefits offerings, doing so is recommended, and employees will appreciate it.

Inclusive hiring practices

As noted above, studies have shown that people with ethnic
names need to send out more résumés before they get a callback and that
résumés with female names are rated lower than ones with male names,
all else being equal.

When interviewers
want to reject candidates for ‘culture fit’ or a ‘gut feeling’, it is an indication that
unconscious bias is at play. Challenge interviewers to articulate a more specific
explanation, which is also a way to uncover biases and have open conversations
about them, without shame.

You do not have to follow a strict script in your
interviews, as candidates often share important insights when conversations
flow naturally. However, structured interviews can lead to higher-quality hires
because they help reduce bias. By asking each candidate a similar set of
qguestions, you have consistent data to facilitate objective decision-making.

Ensure that candidates meet their diverse
potential co-workers, without overburdening members of your interview panel
(e.g. your sole woman engineer should not be tasked with being in every single
interview panel).
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- Gender-responsive supply chains

<

A good place to start is creating
an action plan on how the company will increase its procurement spent with
diverse suppliers, including women-owned businesses. Clear targets and
indicators are key elements of the action plan.

\ 7
2 29

Collect gender-disaggregated data on your
suppliers to measure progress on your action plan.

Your upcoming corporate events can be
catered by women-owned businesses.

Remove
harmful gender-based stereotypes in all media and advertising. Ensure that
both women and men are depicted as empowered actors with progressive,
intelligent and multidimensional personalities.

%
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Sample DEI
policy template

According to the WEPs guidance note “Understanding Intersectionality”,23° internal policies
to eliminate discrimination and harassment and promote diversity and inclusion show a
company’s commitment to equal and inclusive workplaces. This includes human rights and
living wage policies in line with international standards and ensuring that internal conduct
does not infringe upon anyone’s human rights. Continuously evaluating existing policies and
grievance mechanisms allows for adjustments, and clear reporting structures and targets
promote swift and effective action.

Parental leave policies, for example, often exclude people in same-sex relationships, those
who adopt or conceive via surrogacy, or gender non-binary, gender-nonconforming and
transgender individuals. Companies can broaden policy coverage to include same-sex parents,
single parents, those who adopt or use surrogacy, and other family types, as well as promote
eqgual care responsibilities among parents.

Similarly, in some Western countries, it has been customary to provide employees with leave
during Christmas, Easter and Thanksgiving. Workers who do not celebrate these holidays
are not necessarily given the opportunity to take leave during their holidays; accordingly,
companies can revisit holiday policies to ensure that employees from various religions are
supported in celebrating their holidays.

Each context will be different; some companies may have a collection of policies, rather than
just one, that together is formed around building an inclusive and respectful workplace.
Such a collection may include a non-discrimination/harassment policy, an equity and diversity
policy (often together, as seen in the template below), a policy on domestic violence in the
workplace, a policy on gender-based violence and harassment at work, and a flexible work policy.

Below is an example of a sample template for a diversity, equality and inclusion policy. Each
organization can use this template for inspiration to develop or improve upon their own DEI
policy. DEI policies are not one-size-fits-all; companies should tailor the provided template to
their unique legal and social context, sector and industry. Where possible, companies should
work with human resources and/or in-house legal counsel in developing a company policy.
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The template below includes the following sections for an effective DEI policy:

1. A preamble

2 An introduction to the purpose of the policy

3. Anoverview of the company’s DEI commitments
4

A statement of agreement by senior management, trade unions and/or
employee representatives to follow the policy

5. Disciplinary and grievance procedures

Before diving into policy development, it is important to think about the roles and responsibilities
connected to your policy and reporting processes. Managers will define and implement the
policy while human resources, business partners and staff take on an advisory and support
role, overseeing the application and adjustments/updates of the policy.

All of the people designated to make decisions related to the policy and reporting process
should have training about sexual harassment, discrimination and DEI. As part of your DEI
plan, you will need to plan to train people in your organization who will be making reports,
as well as informing all staff members about the policy.

The policy template below contains bracketed, blue text to help companies identify where
information specific to their organization should be inserted. Companies should replace all
text in blue with relevant information, add relevant information into the remaining placeholders
and delete any particularities that are not relevant.

For more reading on recommendations of what to include in a DEI policy, see LexisNexis,
“Six Components of a Diversity Policy for Your Corporate Legal Department”.23
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W N
is committed to encouraging diversity, equality and inclusion &
among our workforce and eliminating unlawful discrimination. /

The aim is for our workforce to be truly representative of our customers and of all sections of
society—and for each employee to feel respected and able to give their best.

The organization, in providing goods and/or services and/or facilities, is also committed against the

unlawful discrimination of customers or the public.

Our policy’s purpose

This policy’s purpose is to:

Provide equality, fairness and respect for all in our employment, whether temporary, part-time
or full-time

Not unlawfully discriminate because of the
which protects such characteristics as

Oppose and avoid all forms of unlawful discrimination, including with respect to:

Pay and benefits Leave for parents
Terms and conditions of employment Requests for flexible working
Dealing with grievances and discipline Selection for employment, promotion,
Dismissal training or pther developmental
opportunities
Redundancy
Our commitments

The organization commits to:

Encouraging diversity, equality and inclusion in the workplace as they are good practice and
make business sense.

Creating a working environment free of bullying, harassment, victimization and unlawful
discrimination—one that promotes dignity and respect for all and where individual differences
and the contributions of all staff are recognized and valued.

This commitment includes training managers and all other employees about their rights and
responsibilities under this diversity, equality and inclusion policy. Responsibilities include staff
conducting themselves to help the organization provide equal opportunities in employment,
as well as prevent bullying, harassment, victimization and unlawful discrimination.
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All staff should understand that they, as well as their employer, can be held liable for acts of
) bullying, harassment, victimization and unlawful discrimination in the course of their employment,
against fellow employees, customers, suppliers and the public.

e
>\ Taking seriously any complaints of bullying, harassment, victimization and unlawful discrimination

< 7 by fellow employees, customers, suppliers, visitors, the public and any others during the
N organization’s work activities.
i Such acts will be dealt with as misconduct under the organization’s grievance and/or disciplinary

procedures, and appropriate action will be taken. Particularly serious complaints could amount
to gross misconduct and lead to dismissal without notice.

Further, sexual harassment may amount to

. Harassment under the
isa

Making opportunities for training, development and progress available to all staff, who will be
helped and encouraged to develop their full potential so that their talents and resources can
be fully utilized to maximize the efficiency of the organization.

Making decisions concerning staff based on merit (@part from in any necessary and limited
exemptions and exceptions allowed under the

Reviewing employment practices and procedures when necessary to ensure fairness, and update
them and the policy to take account of changes in the law.

Monitoring the make-up of the workforce regarding information such as

in encouraging diversity, equality and inclusion,
as well as in meeting the aims and commitments set out in this diversity, equality and
inclusion policy.

Monitoring will also include assessing how the diversity, equality and inclusion policy and any
supporting action plan are working in practice, reviewing them annually and considering and
taking action to address any issues.

Agreement to follow this policy

This diversity, equality and inclusion policy is fully supported by senior management and has been
agreed upon with trade unions and/or employee representatives.

Our disciplinary and grievance procedures

Details of the organization’s grievance and disciplinary policies and procedures can be found at
. This includes with whom an employee should raise a grievance.

Use of the organization’s grievance or disciplinary procedures does not affect an employee’s right
to make a claim to within
of the alleged discrimination.
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DEI resources \

This section presents a helpful collection of DEI resources, organized by seven focus areas 4
listed below, for more examples and detailed guidance on building a successful DEI strategy
for your company.

. FOCUS AREA 1: WEPs . FOCUS AREA 5: Treating all people
fundamentals fairly and equally at work

. FOCUS AREA 2: Inclusive leadership . FOCUS AREA 6: Employee health,
and workplace policies well-being and safety

@ rocus AREA 3: DEI fundamentals @ rocus AREA 7: Measuring and
reporting on DEI
. FOCUS AREA 4: Creating an inclusive
workplace with an intersectional lens

FOCUS AREA T
WEPs fundamentals

Women’s Empowerment Principles Toolkit | UN Women 2027;

The WEPs Toolkit is a compilation of WEPs resources. These resources help potential WEPs
signatories as they consider signing the WEPs and for WEPs signatories to accelerate
their implementation and tracking of progress.

Case studies of WEPs signatory companies | UN Women, n.d.

The WEPs website includes a collection of inspiring DEI case studies showcasing how
companies are actively and successfully implementing DEI strategies in the workplace.

WEPs Transparency and Accountability Framework: A Reference
Guide for Tracking Results on Gender Equality and Women’s
Empowerment | UN Women 2021k

This reference guide assists WEPSs signatories in identifying indicators to track their results

on gender equality and women’s empowerment. It provides indicators to measure progress
against each of the seven Principles.
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FOCUS AREA 2:
Inclusive leadership and workplace policies

\'V\‘/ Building Inclusion: An Evidence-Based Model
of Inclusive Leadership | Diversity Council Australia 2015

This report outlines key skills, capabilities and behaviours to be an effective and
inclusive leader.

Getting Real about Inclusive Leadership | Travis, Shaffer and
Thorpe-Moscon 2019

This report provides guidance on building an inclusive team culture and management
behaviours that predict inclusion.

The Six Signature Traits of Inclusive Leadership | Bourke 2016

This article provides a summary of Deloitte’s research report on inclusive leadership,
which identifies six traits that characterize an inclusive mindset and inclusive behaviour:

1. Curiosity 4 Cultural intelligence
2. Cognizance 5. Collaboration
3. Courage ©. Commitment

Better to Belong | Accenture 2021

The research report quantifies the impact that leaders can make when they leave their
people Net Better Off (NBO). Leaders can boost NBO scores when they get the traditional
moments that matter, such as onboarding, right. When leaders scale equitable experiences,
they drive up NBO scores, which creates a thriving culture of diversity, inclusion and
belonging. This research report identifies 10 levers that leaders need to continually apply,
spanning across three key areas:

1. Essential people skills 3. Individual factors such as

o self-efficacy
2. Organizational factors such

as skilling
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The Power of Empathy in Times of Crisis and Beyond | Van Bommel 2021

The article summarizes Catalyst research from surveying 900 employees across industries .
in the United States to understand the effects of empathic leadership on their experiences N &

at work. The key finding is that empathy is an important driver of employee outcomes /
such as innovation, engagement and inclusion, specifically: /
1. Empathy is a force for productivity, 4. Empathic leaders respect employee

work-life integration and positive life circumstances

work experiences

5. Empathic leaders support both life and

2. Empathy boosts productivity work needs
3. Women of colour experience less 6 Empathic leaders foster inclusion

burnout when they have more

empathic senior leaders /. Senior leader empathy is linked to

employees’ reduced intent to leave

Getting to Equal 2020: The Hidden Value of Culture Makers | Accenture 2020

This article summarizes the result of a global survey of senior company leaders and
employees on the workplace culture perception gap. Findings and recommendations
from this research can empower leaders to act, no matter where they are on their
journey to a culture of equality.

The report includes an overview of 40 factors proven to influence advancement and that
characterize a culture of equality, organized into three pillars:

1. Bold leadership 3 An empowering environment

2. Comprehensive action

Building a Workplace Flexibility Strategy | Government of Australia,
Workplace Gender Equality Agency 2019

This guide provides a holistic framework to support a strategic approach to implementing
organization-wide workplace flexibility programmes. Specifically, the aims are to:

1. Ensure alignment between an 3. Enable organizations to develop
organization’s workplace flexibility and implement an organization-
strategy, its gender equality strategy wide approach for improving
and its broader business strategy flexibility capability

2. Enable organizations to design a
comprehensive workplace
flexibility strategy
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Bias in Performance Management Review Process: Creating an Inclusive
Talent Pipeline by Understanding Our Filters | Traub 2013

S This article explains the four domains of bias in performance management:
\ 7
Ve 1. Rater bias 3. Structural bias
2. Self-rater bias 4. Calibration bias

Drawing upon a fictional case study based on years of real-life consulting experience,
the article explores how each bias manifests daily in the workplace, how each bias
affects performance management and how these biases can be mitigated.

Unconscious Bias Training | University of California San Francisco 2022

This website provides information about unconscious bias and strategies to address it.

Blueprint for Gender Equality Leadership in the Canadian Private
Sector | Global Compact Network Canada 2020

The Blueprint was built on three years of primary and secondary research and through
active collaboration with participating companies from the private sector and advisory
partner organizations. The Blueprint features proven methods and practices, both large
and small, to improve gender equality in the workplace with a specific focus on three
cornerstones: leadership, inclusion, and transparency and accountability.

These cornerstones are broken down further to include different attributes and more
detailed information on how to advance intersectional gender equality and inclusion.

82

PAGE



FOCUS AREA 3;
DEI fundamentals

The Diversity and Inclusion Revolution: Eight Powerful Truths | Bourke 2018
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This article presents eight powerful truths about DEI, culminating from work with
approximately 50 global organizations and drawing upon the findings of seven major
research studies. It highlights the Deloitte DEI Maturity Model.

The eight powerful truths include:

1. Diversity of thinking is the
new frontier

2. Diversity without inclusion is
not enough

3. Inclusive leaders cast a long shadow
4. Middle managers matter

5. Rewire the system to rewire
behaviours

0. Tangible goals make ambitions real

~

Match the inside and the outside

8. Perform a culture reset, not a
tick-the-box programme

To address these eight powerful truths,
seven powerful actions
are recommended:

1. Recognize that progress will take a
culture reset

2. Create shared purpose to include
diversity of thinking and inclusion

3. Build inclusive leadership capabilities
4. Take middle managers on the journey

5. Nudge behaviour change by rewiring
processes and practices

0. Strengthen accountability, recognition
and rewards

/. Pay attention to diverse employees
and customers

The Diversity and Inclusion Handbook | Lever 2018

This handbook is a compilation of a DEI blog series. It summarizes Lever’s learnings from
innovative customers, industry leaders and dozens of studies and compiling that knowledge
into a vision for how to achieve a more diverse and inclusive workplace—step by step.
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Inclusion and diversity - what can you do? | Play by the Rules and Sport
Australia 2023

S This article outlines the pillars that provide a common language and framework to help
S > people understand what inclusion means. They can help organizations identify their
TN strengths and weaknesses around inclusion and help them along the path to creating a

strong, inclusive culture. Although designed for sports organizations, the principles can
provide a useful framework for workplace inclusion. The seven pillars are:

1. Access 5 Communication
2. Attitude 6. Policy
3. Choice /. Opportunities

4. Partnerships

The pillars can be used as the basis for knowledge and actions across all levels of the

organization, for all disadvantaged and diverse groups, thereby reducing the need for
different programmes and policies for each. They are focused on simple actions that lead
to cultural change over time.

Transforming Enterprises through Diversity and Inclusion | ILO 2022

In this report, the ILO explores the complexity of diversity, equality and inclusion by
tapping into the experience of staff, managers and senior executives worldwide. This
report was prepared during the COVID-19 pandemic, which exposed and exacerbated
existing inequalities in our economies and societies.

As called for in the ILO Global Call to Action for a human-centred recovery from the
COVID-19 crisis that is inclusive, sustainable and resilient, it is essential for the public and
private sectors to execute a transformative agenda for diversity, equality and inclusion
aimed at eliminating violence and harassment in the world of work and discrimination on
all grounds. The report offers a framework for measuring inclusion at work at three

action levels:

1. Assess the degree to which 3 Examine the extent to which employees
employees say they feel included experience the positive benefits
at work of inclusion

2. Consider factors contributing
to belonging
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FOCUS AREA 4:
Creating an inclusive workplace with an .
intersectional lens /

An Intersectional Approach to Discrimination: Addressing Multiple
Grounds in Human Rights Claims | OHRC 2001

This paper aims to build on the work that the Ontario Human Rights Commission (OHRC)
has already done to recognize the complexity of how people experience discrimination.

It describes a framework for a contextualized approach to analysing discrimination in
complaints spanning multiple grounds.

This contextualized approach is termed ‘an intersectional approach to discrimination’.

The paper outlines the importance of exploring how an intersectional approach might be
consistently applied.

Intersectionality: When Identities Converge | Ramos and Brassel 2020

This report outlines the concept of intersectionality, including how our identities intersect
through the lens of privilege, oppression, power and marginalization.

An intersectional framework recognizes and celebrates diverse experiences and talents
and is the foundation to a more inclusive working environment. It can be a lens through
which businesses view hiring procedures, written and unwritten policies and procedures.

Intersectionality Resource Guide and Toolkit | UN Women 2021f

This publication is part of a collaborative initiative led by UN Women and the United Nations
Partnership on the Rights of Persons with Disabilities, with support from UN and non-UN
entities. It aims to help both organizations and individual practitioners and experts to
address intersectionality in policies and programmes.

40+ Dimensions of Diversity and the Many Intersections | Feminuity 2022

This resource aims to illuminate the infinite intersections that compose our identities.
The paper unpacks the challenges and biases people with different identities face at work.
Keep in mind that the list of intersections shared is not comprehensive and will continue
to grow as learning evolves.
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FOCUS AREA 5:
Treating all people fairly and equally at work

\'V‘/ Day-To-Day Experiences of Emotional Tax Among Women and Men of

Color in the Workplace | Travis and Thorpe-Moscon 2018

This report examines the Emotional Tax levied on Asian, Black, Latinx and multiracial
professionals in the United States as they aspire to advance and contribute to their

organizations. In particular, the report focuses on an important aspect of Emotional Tax: the
state of being on guard—consciously preparing to deal with potential bias or discrimination.

Racism in the Workplace: Expert Voices From Around the World | Ramos 2021

In this article, Catalyst summarizes its research based on interviews of 21 business
professionals and academic scholars from around the world whose work focuses on race,
ethnicity and culture. The purpose was to hear their unique insights on the question
“What needs to be done to create workplaces where employees from marginalized racial
and ethnic groups are fully included?” Catalyst asked them to share their stories of what
the workplace looks like through their eyes and what they think should be done to create
workplaces free from racism and bias.

Diversity at Work: Making the Most Out of Increasingly
Diverse Societies | OECD 2020

This report and accompanying policy brief consider five key groups that are widely
considered disadvantaged in the labour market and society at large and that often face
discrimination based on their group membership in OECD countries: women; immigrants,
their descendants and ethnic minorities; LGBTQ2+ people; older people; and people with
disabilities. The report assesses:

1. How the inclusion of these groups 3. Which policies countries have
in OECD labour markets has implemented and what is known
evolved over time about their effectiveness

2. The evidence on how diversity
affects economic outcomes

Among its recommendations are that policymakers focus on the most disadvantaged
within the diverse groups to avoid further inequalities and, instead, to better exploit the
full potential of a more diverse and equal economy and society in order to avoid massive
unemployment and increases in poverty and exclusion.
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Stanford Neurodiversity Project | Stanford Medicine 2022

This website outlines the key objectives of the Neurodiversity Project:

1.

2.

Establish a culture that treasures the
strengths of neurodiverse individuals

Empower neurodiverse individuals
to build their identity and enhance
their long-term skills of daily living
throughout their lifespan

. Attract talented neurodiverse

individuals to study and work
at Stanford

Disability:IN | Disability:IN, n.d.

This is the website of Disability:IN, the leading non-profit resource for business disability
inclusion worldwide. Its network of more than 400 corporations expands opportunities for
people with disabilities across enterprises. The organization’s central office and 25 affiliates
serve as the collective voice to effect change for people with disabilities in business.

4. Train talented individuals to work with
the neurodiverse population

5. Disseminate the Stanford Neurodiversity
Model locally, nationally and
internationally

6. Maximize the potential of
neurodiversity

Getting to Equal: The Disability Inclusion Advantage | Accenture, Disability:IN
and AAPD 2018

This report takes a closer look at DEI results over a recent four-year period to unearth the
45 best-in-class companies specific to disability employment and inclusion. Two important
measures of financial performance were: profitability (revenues and net income) and
value creation (economic profit margin). Employers can take four actions to encourage
greater inclusion of persons with disabilities in the workplace:

1.

Employ: Organizations should
ensure that persons with disabilities
are represented in the workplace
and should implement practices that
encourage and progress persons
with disabilities.

. Enable: Leaders should provide

employees with disabilities with
accessible tools and technology
and/or a formal accommodation,
and they should cultivate awareness
for those without disabilities.

3. Engage: Companies should generate
awareness-building through recruitment
efforts, disability education programnmes
and grass-roots-led efforts and events.

4. Empower: Companies should offer
mentoring and coaching initiatives, as
well as skilling/reskilling programmes,
to ensure that persons with disabilities
continue to grow and succeed. Persons
with disabilities should occupy roles at
all levels, including top leadership.
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Employee health, well-being and safety

ILO Violence and Harassment Convention, 2019 (No. 190): 12 ways it can
support the COVID-19 response and recovery | ILO 2020

This brief highlights the relevance of ILO Convention No. 190 to the COVID-19 pandemic.
It provides examples of work-related violence and harassment that have been reported
across countries in the context of COVID-19 and mentions specific provisions of Convention
No. 190 and its accompanying Recommendation No. 206 that can help prevent and address

those situations.

Sexual Harassment in the Workplace: How Companies Can Prepare, Prevent,
Respond, and Transform Their Culture | Daley, Travis and Shaffer 2018

This report discusses the action that organizations can take to create a safe and fair working
environment for all employees beyond policies and training. According to Catalyst’s report,

there are four important actions:

1. Prepare

2. Prevent

3.
4,

Respond

Transform

What Will it Take? Promoting Cultural Change to End

Sexual Harassment | UN Women 2019b

This discussion paper focuses on cultural change needed to end sexual harassment. It offers
guidance to policymakers, employers and universities, making sure that the needs of the

victim-survivors are at the heart of all efforts.

The publication focuses on five areas of work to achieve lasting cultural change:

1. Training to dislodge entrenched and
discriminatory ideas on gender

2. Victim-focused work in which
victims and survivors lead

3. Rational reporting to remove
judgment and retaliation and to
ensure victim safety as well as
consequences for abusers

4,

Zero tolerance for all forms of sexual
harassment, both in principle and
in practice

. Collective ownership of the need to

change culture and attitudes and to
establish common values, including
the need for bystanders to intervene



N

.

Psychological Health and Safety in the Workplace | OWHC 2021

This discussion paper was submitted to the Government of Canada on psychological

health and safety in the workplace and how much interplay there should be between the N N
new Workplace Harassment and Violence Prevention Regulations and any new /
specific requirement to protect the psychological health and safety of employees. /

How to Better Support Women’s Well-being in the Workplace | Leigh 20223

These days, many are struggling to stay afloat at work. Women have faced disproportionate
pressures during the COVID-19 pandemic, whether it be homeschooling children, caring
for family members and/or taking on additional emotional labour. This article offers tips
on how employers can better support the intersectional well-being of women at work.

We Need Trauma-Informed Workplaces | Manning 2022

This article makes the case for why it is so important for organizations to take steps now
to build the cultures that can see them through crises in the future.

As the lines between work and home blur and a fundamental shift in workers” expectations
takes place, especially as a result of the COVID-19 pandemic, organizations have struggled
to provide the support and leadership that their employees and customers need.

A trauma-informed organization is one that operates with an understanding of trauma
and its negative effects on the organization’s employees and the communities it serves
and works to mitigate those effects.

FOCUS AREA 7:
Measuring and reporting on DEI

Create a People-First Diversity, Equity, and
Inclusion Strategy | MclLean & Company 2022

This report outlines that diversity, equity and inclusion are a continuum—an ongoing
journey of unlearning.

It outlines a four-step process to develop a scaled, human-first and purposeful DEI strategy
and offers an example of a DEI maturity model. The four-step process includes the following:

1. Conduct a current state assessment 3. Develop a governance model, and

. select DEl initiatives
2. Determine the purpose of DEI

4. Plan to launch the DEI strategy
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9 Metrics to Help you Understand (and Prioritize) DEI | Boogaard 2022

—
h This article outlines the nine most impactful performance indicators to consider:
< ,
S > 1. Hiring o. Employee resource group participation
v 2. Representation /. Accessibility
3. Retention 8. Leadership
4. Advancement Q. Suppliers

5. Job satisfaction and engagement

When it comes to measuring diversity, equity and inclusion, finding the right numbers is
challenging. You do not want to set arbitrary quotas or send the message that you are
making token hires. Yet quantifiable goals increase accountability—and even success.

Human Resource Management — Diversity and Inclusion | 1SO 2021

This abstract of the International Organization for Standardization (ISO) global standard
on diversity and inclusion aims to support organizations in embedding diversity and
inclusion in their workplaces by providing guidance on:

1. Prerequisites for demonstrating 3 Approaches to valuing diversity and
ongoing commitment to diversity fostering the development of an
and inclusion inclusive workplace

2. Accountabilities and responsibilities 4. Identifying diversity and inclusion
for diversity and inclusion objectives, opportunities, risks, actions,

measures, outcomes and impacts

This document also provides an assessment tool to determine the organization’s status
as compared to the ISO Standard.

Global Diversity, Equity, and Inclusion Benchmarks, Standards for
Organizations Around the World (GDEIB) | Centre for Global Inclusion 2021

This report offers organizations a range of case studies from diverse companies. It is
organized into 15 categories identifying levels of achievement and individual benchmarks
(there are a total of 198 in the desired levels 3, 4 and 5), which range from inactive to best
practices, together with user tools to make this a living/working document for users.
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