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Pulsely’s Workplace Inclusion Topline Report includes the following sections:

The Pulsely Workplace Inclusion Diagnostic Assessment is designed to evaluate the level of inclusion 
in your organization, how workplace experiences differ by demographic segment, and how these 
differences impact the organization’s performance. 

Pulsely Inclusion Diagnostic
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Pulsely Inclusion Framework
What did we measure?

Pulsely’s Inclusion survey measures employee agreement/disagreement with statements about 
their own workplace experiences. These statements are based on our scientific framework that 
relies on the latest research on inclusion. 

With this knowledge, you can:

•   

•   

•   

•   

Build a data-driven DEI plan 


Gain an understanding of your DEI performance and learn where to improve


Understand who might be currently disadvantaged by your organic processes


Prioritize targeted efforts for intentional inclusion that are measurable

An inclusive workplace fully leverages the potential of its workforce by providing all employees with 
the opportunity to use their voice and equitably develop in their career. While that is the intention in 
most workplaces, there may be patterns of experiences that aren’t immediately evident without the 
support of data. Pulsely assesses the level of inclusion in your organization across demographic 
groups to identify your strengths as well as to reveal barriers to equity and inclusion. 

Purpose
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Team Psychological Safety

Whether an employee believes that 
differing views, honest mistakes, or new 
ideas are welcomed and whether the team 
dynamics promote positive outcomes.

Work-life Effectiveness

Whether individuals have the 
organizational support they need to 
integrate work and life in a way that is 
consistent with their personal values and 
whether the impact of work on their 
personal lives is triggering burnout.

Belonging

As a result of interactions at work, 
employees are able to make positive 
connections with their colleagues where 
they are left feeling valued and socially 
included and that enable them to be their 
authentic selves.

Equal Opportunity

The belief that there is equal opportunity 
to achieve their career goals and that 
promotion decisions are objective and fair.

Career Support

Whether employees report receiving 
guidance and support in their career 
development along with the access and 
visibility to influential networks in the 
company.

Managerial Relationships

Evaluating the extent to which employees 
report that their manager supports their 
ability to perform, their manager extends 
trust in the employee’s competence, and 
whether there is psychological safety in 
the relationship.

Visible DEI Leadership

It is critical that leaders visibly 
demonstrate commitment to inclusion 
through words, actions, and priorities. 
Another component is the power of 
representation - whether employees see 
people "like them" among the company's 
leaders. 

Pulsely’s 7 Pillars of Inclusion

Your report will show company-wide scores for each of these inclusion pillars. We also look at the 
scores of individual demographic groups to see where their experiences may vary. 


These pillars assess the patterns of experiences and can reveal to what extent the workplace is not 
experienced equitably and where it may be impacted by biases, including the most common bias: 
affinity bias (our inclination toward people similar to ourselves). 
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”Companies with higher levels of diversity get more revenue from new 
products and services.” (BCG)

“Companies in the top quartile for gender diversity on their executive teams were 
21% more likely to experience above-average profitability than companies in the 
fourth quartile. For ethnic/cultural diversity, the 2017 finding was a 33% likelihood 
of outperformance on EBIT margin of companies in the top quartile.” (McKinsey)

“Around the world, companies are increasingly being held accountable for 
their role in creating societal value. Stakeholders expect businesses to play 
a larger role in addressing social issues. A failure to do so can trigger 
knock-on effects directly on financial value, or indirectly through consumer 
and human value.” (EY)

"Today's workforce is looking for organisations to go beyond only addressing how 
inclusion looks, to meaningfully addressing how inclusion feels." (Deloitte)

Performance Indicators are outcomes that are greatly influenced by inclusion. By knowing which 
pillars are related to these metrics in your organization, you can evaluate the greatest opportunities 
for improving your business performance.

Retention Innovation Engagement

The business benefits of a high level of Inclusion within an organization are well-known and validated 
by external research. Assessing the impact of inclusion on the performance indicators of your 
employee segments helps to build an internal  in your organization.business case for inclusion

Performance Indicators

Why does inclusion matter?

https://pulsely.io/blog/connecting-d-i-to-your-own-business-goals-is-the-strongest-business-case
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Response levels to this survey 
are representative enough to 
sufficiently detect key issues.

73%
Respondents

27%
Non-respondents

Total Response Rates

The survey was sent to 1,163 employees and 850 complete responses were 
submitted. Your response rate was 73%.

Response rate is the % of your employees who submitted a survey response; non-respondents are 
employees who received surveys and did not submit a response. 

Response Rate 
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Insight

The survey results accurately reflect the organization's 
structure. There is a slightly higher response rate among 
HQ employees and there is a slight under-representation 
of Middle Managers.

Women Men

71%73%

By Gender

Individual 
Contributor

Middle

Manager

Sr Manager/ 
Exec

72%69%
76%

By Level

HQ Location

B

Location

C

Field

70%71%
77%

81%

By Location

Response Rate Comparisons

How reliable are the results?

Response rates by segment are calculated by comparing survey response distributions to data 
provided from your HR system to us; this can only be calculated for data fields that currently exist 
in your HR database. 


Comparing response rates among subsegments enables you to assess the accuracy of the data.  
When response rates among the different employee segments are similar, this means that no group 
is over or underrepresented in the results. 
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Sexual Orientation

55% Heterosexual & I 
consider myself an ally 
(personal supporter) of 
my LGBTQ+ colleagues 

31% Heterosexual

7% LGBTQ+ 

4% Other

2% Prefer not to say

11% of employees are 
LGBTQ+/Other and the 
majority of heterosexuals 
consider themselves allies of 
their LGBTQ+ colleagues.

Race

65% White

10% Asian

8% Multi-ethnic 

7% Black/ African

3% Hispanic/ Latinx

2% Other

5% Prefer not to say

The distribution of 
responses by race shows 
that 30% of the respondents 
self-identified as People of 
Color (other than White).

Gender

46% Men

43% Women

7% Other

4% Prefer not to say

The distribution of 
responses by gender had a 
slightly higher proportion of 
Men than Women. 11% of 
respondents did not identify 
as binary or chose not to 
answer.

ACME’s Pre-defined Priorities - Personal Demographics

Because the response rate for the survey was so high, you can consider that these distributions 
would closely mirror the employee population at ACME, although they are not 100% accurate.  

Demographics
The diversity analysis of ACME’S workforce is based on a 73% Response rate of 1,163 employees. 
Below are the distributions of responses that may shed a light on additional demographics, some of 
which have not previously been collected about your employees. 

Diversity Analysis
How diverse are we? 



Ability

88% Not Disabled

3% Chronic illness/ pain 

3% Other

2% Neurodiversity 

2% Mental health 
disorder

2% Prefer not to say

10% of employees report a 
disability, many of which may 
not be visible. 

Age

22% < 30

35% 30-39

24% 40-49

16% > 50

3% Prefer not to say

60% of employees are in the 
30-49 age range. 

Diversity Analysis09
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Pulsely's Workplace Inclusion Diagnostic Assessment analyzes how well ACME lives up to its stated 
values:

Employees get a clear sense of what and who is valued in the company by listening to what people 
say and observing the behaviors that are role-modeled and rewarded. Despite any stated company 
values, these day-to-day lived experiences signal inclusion or exclusion.

Inclusion Pillars

Workplace Inclusion
Does our employee’s lived experience align with our values?

“We value our people’s unique differences 

and encourage diversity of thought.”

Team 
Psychological 

Safety

BelongingEqual 
Opportunity

Career 
Support

Managerial  
Relationships

Work-Life 
Effectiveness

Visible DEI 
Leadership

0%

50%

100%

-B C A -A-A D -B

Grades for each pillar are assigned based on your organization’s mean response and the percentile of 
this mean compared to other companies participating in Pulsely Inclusion assessments. Overall 
grades are important, but the patterns of experiences among groups will indicate organizational 
strengths and inclusion gaps.

15%35%65%70%80%85%90%95%

D FCB-B+B-AA+A



Insight

1.  

2.  

3.  

3.  

Overall, ACME employees have a strong sense of Belonging and Psychological Safety along 
with positive Managerial Relationships.


The greatest challenges to an inclusive culture at ACME are a perceived lack of Equal 
Opportunity and less than inclusive Career Support.


Visible DEI Leadership is a critical driver of an inclusive workplace and deserves more 
attention at ACME.


Many ACME employees struggle with Work-Life Effectiveness.

Workplace Inclusion11



Insight

1. 

2.  

3.  

Visible D&I Leadership, Team Psychological Safety and Managerial Relationships are key 
pillars correlated with all inclusion outcomes at ACME, with a particularly strong impact on 
Engagement and ability to be Innovative. 


Retention is driven by both perceptions of Equal Opportunity and Career Support, two of the 
lowest scores at ACME. 


Belonging is not just a "nice to have" for employees, it also correlates with their ability to be 
Innovative in their work. 

Correlation of Inclusion Pillars with Performance 
Indicators at ACME

Performance Indicators are outcomes that are greatly influenced by Inclusion. By knowing which 
pillars are related to these metrics, you can evaluate the greatest opportunities for impacting 
organizational performance. Individual companies will find that the pattern of correlations 
between different inclusion pillars and their workforce’s reported performance indicators will be 
unique to them.

Workplace Inclusion12

63%

57%

60%

62%

58%

44%

64%

50%

40%

40%

50%

40%

31%

44%

67%

59%

59%

68%

56%

52%

65%

Retention Engagement Innovation

Team Psychological Safety

Work-life Effectiveness

Belonging

Equal Opportunity

Career Support

Managerial Support/Psych Safety

Visible DEI Leadership

Pulsely’s 7 Pillars of Inclusion

Highly CorrelatedSomewhat CorrelatedNot Correlated

0% 50% 100%
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-A A A AA -B D C

Abled People with 
Disabilities*

People 
of Color*

WhiteLGBTQ+StraightWomen Men

AbilityRace
Sexual 
OrientationGender

50%

0%

100%

Inclusion Grades by ACME’s Pre-Defined Demographic 
Priorities

Equity among Segments

Pulsely’s analysis compares scores between demographic segments to identify patterns in 
experiences. This internal benchmarking enables you to see the macro patterns of experiences that 
may not be visible otherwise. 

The inclusion scores below are the combined average scores for all inclusion pillars affecting 
respondents in each demographic segment. 

This section of the report evaluates the patterns of how different demographic groups among 
your workforce experience the workplace. While the workplace should be a level playing field, the 
reality is that unconscious bias impacts us all. A common bias in the workplace is affinity bias – our 
inclination toward people who are similar to us. This bias, along with others, results in a system that 
unintentionally advantages some groups and disadvantages others. An analysis of employee-reported 
experiences can shed light on where inequity may exist.

Equity
How do you measure equity?
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Insight

ACME employees with lower levels of 
inclusion are

 People of Colo
 People with Disabilitie
 Middle Manager
 LGBTQ
 Location C

Insight

ACME employees with the highest levels of 
inclusion are

 Me
 Straigh
 Whit
 Able
 Headquarter
 Executives

A -B A C-A +B -A B

Middle 
Managers

Individual 
Contributors

Sr. 
Managers

ExecutivesField 
Personnel

Location CHeadquar-
ters

Location B

LevelLocation

50%

0%

100%

Pulsely - Identified Additional Demographics of Concern: 
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Organizational Impact

It is not unusual to see variations in workplace experiences among employees. However, when there 
are variations that uniquely impact specific demographic segments, it is important to evaluate where 
organizational solutions are needed, especially when those differences correlate with lower 
performance indicators.


A more comprehensive and intentional approach may be needed to compensate for organic 
processes that are not equally supporting the employee segments with identified “Inclusion Gaps.” 

ACME's Pre-defined Demographic Groups

D People of Color, particularly in Field Locations

C People with Disabilities

-B LGBTQ+

Additional Demographic Segments Identified by Pulsely

-B Location C, particularly Women

C Middle Managers

Pulsely identified the following At-Risk Groups for ACME to 
consider as potential focus areas:

Pulsely’s algorithms evaluate the patterns of how different demographic segments of your workforce 
experience the workplace. In addition to the predefined demographic priorities, we look through all 
the demographic variables evaluated, as well as the intersection of many of those demographics. 


When findings indicate that a specific demographic segment has inclusion challenges that impact 
their performance indicators, we identify those as At-Risk groups. 

Inclusion Gaps

Where should we focus?
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Retention

Engagement

Innovation

Retention

Innovation

Retention

Engagement

Build an LGBTQ+ employee resource 
group leveraging the significant 
proportion of employees who 
consider themselves allies and with 
visible leadership sponsorship. 

Decrease attrition among women in 
Location C with more inclusive 
career support and by fostering 
greater psychological safety.

Increase intent to stay of Middle 
Managers by ensuring more 
equitable and clear career paths and 
greater work-life effectiveness. 

Provide manager training on how to 
discuss disability in the workplace 
and individual needs for 
accommodations that empower 
disabled employees to work 
differently but still be held 
accountable without 
micromanagement.

Provide manager training, 
particularly in Field locations, to 
enable them to intentionally create a 
racially inclusive workplace culture 
and establish accountability for 
inclusive behavior.

Belonging

Managerial Relationships

Managerial Relationships

Team Psych. Safety

Equal Opportunity

Career Support

Belonging

Team Psych. Safety

Career Support

Work-Life Effectiveness

Career Support

Managerial Relationships

Belonging

Team Psych. Safety

2.5%

25%

10%

6%

7%

At-Risk 
GroupsGrade % of 

Org

People of 
Color, Field 
locations

People with 
Disabilities

Location C 
Women

Middle 
Managers

LGBTQ+

Inclusion Gaps
Performance 

Indicators

Impacted

Prioritized Actions

-B

C

C

D

-B

Small Medium Large Very Large Huge

Degree of Gap:

At-Risk groups are disproportionately impacted by inclusion challenges. The following challenges limit 
ACME’s ability to fully leverage the potential contributions these talent segments are able to make 
towards better business performance. The proposed prioritized actions can benefit the organization 
by addressing the Inclusion Gaps of At-risk Groups to increase Organizational Performance.

Pulsely Recommendations to Close Inclusion Gaps

Taking Action
What should we prioritize?  



Key Recommendations

1. Career Support: 

2. Equal Opportunity: 

3. Work-Life: 

4. Visible DEI Leadership: 

 Invest in the development of internal talent and ensure equal opportunity 
to advance with proportional movement of demographically diverse segments.


Build objective selection criteria, equal opportunity in evaluation and 
promotions to reduce favoritism and affinity bias.


 Build a culture that supports the utilization of work-life effectiveness policies to 
benefit not only caregivers but all employees.


Build DEI Championship among Leaders, an essential element for 
accelerating progress toward both Business and DEI goals.

67% of survey respondents took the time to share their ideas and recommendations. Our text 
analysis algorithms identify the most common themes across over 30 inclusion topic areas. Pulsely 
will provide a spreadsheet of all comments and also summary pages of comments sorted by common 
themes, challenge areas, and those submitted by At-risk groups.

Visible DEI 
Leadership

Work-LifeEqual 
Opportunity

Career 
Support

14%
18%19%

29%

Employee Recommendations
What do our employees suggest?

At the end of the survey, respondents were asked to comment on the following question: What is the 
ONE most important thing ACME should do to make the workplace more diverse and inclusive?

Employee Recommendations17



Appendix

Detailed Comments and 
Recommendations by 
Demographic Group



Foster an environment where every voice is 
heard, every opinion is welcome and all 
individuals are respected. 

Since we see no clear steps on how to grow 
in our careers and how to progress toward 
promotions the company needs to develop 
clear processes and communicate them 
broadly across the company.

People have a very shallow understanding of what diversity and inclusion is. From my experience, 
employees brush D&I off because they don’t see tangibly how it can affect them, the company or the 
workplace. The way Upper Management speaks, the choice of words and examples that are brought 
up does not showcase that they are aligned to D&I's goals.

ACME should have a more 
strictly applied and 
transparent policy 
concerning promotions, 
salary scale, regardless of 
the personal relationships 
with the management.    

Create more opportunities 
to grow on the career 
path and more flexibility 
in moving to other teams/
departments to expand 
our networks and 
understanding of the 
business. 

Do more to prioritize the 
female leadership targets.  
We need to have clear 
succession plans in place 
that will help us achieve 
our  female leadership 
target.

What Women Employees Say

Comments and Recommendations19

(example page - one for each At-Risk group)

Key Recommendations

1. 

2. 

3. 

Build DEI Championship among Leaders, an essential element for accelerating progress 
toward both Business and DEI goals


Career challenges are impacting Retention for Women. Provide clear career path guidance 
and access to career supports to ensure equitable access to development and career growth 
opportunities.


Provide manager training on how affinity bias can result in unintentional advantages and 
disadvantages for different demographic groups; build more objective evaluation processes.



Thank you!

2022

ACME


