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Pulsely’s analysis compares the input from your team on the scope of your programming to best 
practices aligned with these three stages:

2. Analysis

1. Data Collection

Your internal HR team evaluated your organization's current programming across many DEI topic 
areas. For each element of programming, your internal team recorded your scope of action on each 
of the following levels:

 Ye
 Yes, partially / in progres
 No, but it is in our pla
 N
 Not applicable

Methodology

This report is less about identifying the many great things you are already doing (please take the 
time to acknowledge this with your team!) and is dedicated to showing you where to focus next. 
The overarching goal is to identify quick wins, highlight organizational gaps in your current 
programming, and recommend next step improvements.

Introduction
Globally, organizations are committed to embedding diversity and inclusion throughout the 
workplace culture and employee experience. The purpose is to build an equitable workplace that fully 
leverages the breadth of its available talent pool and represents its customers. Long-term, this 
evolution is critical, or the organization faces reputational and financial risks, along with a potentially 
shrinking candidate pool.


Inundated by a plethora of best practices, many DEI (Diversity, Equity and Inclusion) practitioners 
become overwhelmed with where to focus and how to strategically build out their programming. 
Pulsely's Organizational DEI Self-Assessment enables you to evaluate your company's structures 
across the full spectrum, from compliance to leading edge practices, to determine the actions you can 
take to improve and which next steps to prioritize.
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3. Overall Assessment

Your organization's overall Diversity, Equity and Inclusion maturity level is identified as one of the 
three stages presented above.

Leaders are change agents, internally and externally, with a clear understanding of how DEI impacts 
the bottom line; they hold themselves accountable, role model inclusive leadership, and ensure 
equity in outcomes; they have some of the most progressive approaches to inclusion in place. 

LEADING EDGE

DEI responsibility is clear and supported with a separate budget. Functional leaders are held 
accountable for inclusive leadership as well as for specific DEI metrics.

EMBEDDING

DEI is more reactive, tends to focus on one or two visible dimensions, and is largely compliance 
driven.

FOUNDATIONAL

The organization leverages diverse 
perspectives and capabilities to 
increase business performance 
and is integral to business success. 
Every individual understands how 
to become more inclusive in the 
workplace. The company has 
some of the most progressive 
approaches to inclusion in place. 

DEI  metrics are monitored 
and tracked. Ownership of 
grassroots initiatives 
expands to a broader range 
of allies. Leadership 
accountability transitions 
from process metrics 
(actions) to outcome 
metrics (results). 

DEI has emerged 
inconsistently 
throughout the 
organization, is more 
reactive,  compliance 
driven, and/or largely 
focused on risk 
mitigation.

LEADING EDGEEMBEDDINGFOUNDATIONAL

For each sub-topic area, your programming is evaluated to determine where you may be lagging or 
leading compared to your overall assessment stage. We recommend that you address any topic area 
below your organisation-wide maturity level before expanding into the next level. Addressing 
foundational practices will help to prevent performative DEI action.

4. Topic Area Assessment
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If you choose to engage a DEI consultant to formally audit your self-assessment or to develop your 
action plan, your self-assessment report will provide an efficient way to bring them up to speed and 
guide their support.  

Because these individual topic areas may be owned by different departments in your organization, 
the report section for each topic also serves as an action plan that can be distributed to guide 
priorities, next steps and implementation of different owners.

To Consider

Is assigned to tasks when a topic area is already in the Leading Edge stage. The 
organization is already operating at a high level and has the option to consider 
whether further progress makes sense at this point in time, given limited resources 
and the actions recommended in other areas. 

To Begin

Is assigned to tasks that will help bring your programming in the various topic areas 
up to the comparable organizational level. These specific tasks should be evaluated 
for organizational relevance in order to achieve a more robust program.

To Grow/Expand

Is assigned to tasks that are partially implemented across the organization; where 
these may be relevant in other parts of the organization, you can implement these 
actions more consistently to enable you to further embed DEI practices.

After Quick Wins, it is important to evaluate how to build your program in a methodical approach 
and where to focus your efforts next. The logical next steps would be to expand or begin 
initiatives that will enable you to fully embed DEI prior to pushing forward with Leading Edge 
practices. 

Quick wins

Are identified as any actions in the “Foundational” category that are missing from 
your programming.

This guide enables you to prioritize Quick Wins to close gaps in your programming where you are still 
at the Foundational level. 

5. Take Action
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Attract
Recruitment and representation 
increase process/ initiative

Retain
Manage attrition/Exits

Develop
Professional development and 
opportunities

Onboard

Advance
Performance Appraisals and 
Promotion Decisions

FOUNDATIONAL LEADING EDGEEMBEDDING

Employee Life Cycle

Workforce

Areas of Leading Edge are considered a strength and areas still in the Foundational stage need 
attention.

Additionally, the stages of ACME's DEI programming for more specific areas of DEI initiatives and 
practices is rated below. 

DEI responsibility is clear and supported with a separate budget. 
Functional leaders are held accountable for inclusive leadership as 
well as for specific DEI metrics

EMBEDDING

Pulsely's Organizational DEI Self-Assessment rates the stage of ACME’s overall programming as:

Executive Summary
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Equal opportunity
Non-Discrimination policy

Harassment
Prevention & redressal

Holidays and 
Observations

Parental Leave

Health and wellness
Benefits (EAP)

Facilities

Child Care benefits

Work Life Effectiveness
Related policies

FOUNDATIONAL LEADING EDGEEMBEDDING

Policies & Programs

Employee Experience

Training and Learning

FOUNDATIONAL LEADING EDGEEMBEDDING

Culture

Sr Management 
Commitment
to diversity and inclusion

Metrics & Accountability

Structure
DEI Infrastructure

Internal Communications

Pay Parity / Pay Gap
Professional development and 
opportunities

FOUNDATIONAL LEADING EDGEEMBEDDING

DEI Essentials

Workplace
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Supplier Diversity
Engaging with diverse suppliers

External Stakeholders

Client/Customer Diversity
Catering to diverse clients/customers

FOUNDATIONAL LEADING EDGEEMBEDDING

Marketplace

ESG Connect DEI & 
Sustainability

FOUNDATIONAL LEADING EDGEEMBEDDING

Community

World
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Senior Management Commitment

 Senior Management has identified and prioritized dimensions of diversity focus 
areas (e.g. gender, LGBTQ, Ability, etc.

 Leaders have approved a statement of the organization's commitment to DEI 
published on website or public domain.

DEI Infrastructure

 DEI council/committee is composed of line and staff leaders representing the 
diversity of the organization.

Workplace

Retain

 Tracks attrition by gender (and additional dimensions of diversity focus).

Attract

 Tracks applicants through the recruitment pipeline by gender (and other 
dimension focus areas) and identifies areas to investigate

 Provides for reasonable accommodation for candidates in need during interview 
process; mentioned on website and all recruiters are trained to ask candidates if 
they need any accommodation.

Workforce

Quick wins

This list is a summary of any actions in the “Foundational” category that are missing 
from your programming. Carefully review and prioritize where these may fit in a 
timeine that is aligned with your organization’s goals and strategy.

Quick Wins Summary
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Child Care Benefits

 The organization celebrates 'bring your child to work day' and encourages 
employees to bring their children to work on that day.

Work Life Effectiveness

 Work from home option is available for employees, where possible

 Analyzes data to ensure employees are not penalized for their choices.

Harassment Prevention & Redressal

 The company has trained internal investigation committee as per law articulated 
in the country.

Internal Communications

 DEI communication is frequent, ongoing, innovative and contributes to an 
enhanced reputation for the organization

 All communication uses gender neutral language.

Pay Parity / Pay Gap

 Applicants are not asked for salary history; pay is offered based on the role.

Metrics & Accountability

 The organization has identified specific metrics (diversity, inclusion, engagement) 
to address with DEI action plans.

 Workforce data is analyzed by gender to understand how representation varies 
throughout the talent pipeline by level and among different departments/
locations; gaps in proportional representation are identified for corrective actions.
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Supplier Diversity

 The company has supplier diversity program with demonstrated progress.

ESG

 The organization partners with other organizations that work to advance the rights 
of vulnerable groups in the community.

Connect DEI and Sustainability

 The organization reports to all stakeholders on its progress on DEI.

World



Section I


Workforce: Employee 
Life Cycle
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Next Steps

To Grow/Expand

 Ensures diverse panel for interviewing candidates

 Tracks candidates rejecting offer and reasons for rejection and plan of action.

To Begin

 Otherwise complete at this level.

Quick wins

Missing Foundational Practices

 Tracks applicants through the recruitment pipeline by gender (and other dimension focus 
areas) and identifies areas to investigate

 Provides for reasonable accommodation for candidates in need during interview process; 
mentioned on website and all recruiters are trained to ask candidates if they need any 
accommodation.

EMBEDDING

Attract
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Next Steps

To Grow/Expand

 Complete

To Consider

 Every new joiner is assigned a buddy to ensure quick assimilation into the workplace 
(minimizing feeling like the other).

Quick wins

Missing Foundational Practices

 None

LEADING EDGE

Onboard
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Next Steps

To Grow/Expand

 Tracks nomination and attendance of employees getting trained and ensures equity

 Offers leadership mentors for underrepresented groups to compensate for organic networks 
and support that may be missing to navigate the organization, build influential networks, and 
ensure career development

 The mentoring program tracks and measures progress and success

 Has specific programs to build pipeline of leaders from underrepresented groups.

To Begin

 Otherwise complete at this level.

Quick wins

Missing Foundational Practices

 None

Develop

EMBEDDING



Workforce: Employee Life Cycle17

Next Steps

To Grow/Expand

 The appraisal system includes bias interrupter such as suggested options to minimize biased 
statements.

To Consider

 Promotion decisions are made for groups of roles at one time (in cohorts) so that the patterns 
of advancement can be evaluated for equity.

Quick wins

Missing Foundational Practices

 None

Advance

LEADING EDGE



Workforce: Employee Life Cycle18

Next Steps

To Grow/Expand

 Every exiting employee goes through exit interview

 High-potential employees who resign are met with at least two seniors other than their 
reporting manager to understand the reasons for exit.

To Begin

 Reports to the board / senior management number of diverse candidates joining / attriting 
along with reasons.

Quick wins

Missing Foundational Practices

 Tracks attrition by gender (and additional dimensions of diversity focus).

Retain 

EMBEDDING



Section II


Workplace



DEI Essentials
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Next Steps

To Grow/Expand

 DEI council/ committee has a knowledgeable and influential DEI leader whose role is to 
communicate DEI focus of the organization and its progress

 Divisions/business units have DEI councils in alignment with the organization's DEI strategy

 Has active employee resource groups that serve as partners and advise on recruitment, 
communications, risk management, product and service development, community 
engagement etc.; each is sponsored by a senior leader/executive

 Internal and external best practices are studied and benchmarked both qualitatively and 
quantitatively to improve the organization's DEI efforts

 Inclusion champions are encouraged to become certified as DEI experts.

To Begin

 An organization-wide DEI council / committee is given visible support by leaders, represents 
internal stakeholders and holds organization accountable for DEI impact.

Quick wins

Missing Foundational Practices

 DEI council/committee is composed of line and staff leaders representing the diversity of the 
organization.

DEI Infrastructure 

EMBEDDING
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Next Steps

To Grow/Expand

 Leaders in the organization have discussed how DEI connects to the business mission and 
core values

 Organization has data to establish the link between business goals and DEI benefits.

To Begin

 Leaders are knowledgeable about DEI and can discuss lnclusive Leadership behaviors (as a 
part of leadership competencies)

 Leaders are actively involved in DEI / ERG networks

 Leaders hold themselves and others responsible for achieving the DEI goals and objectives

 Managing inclusively is an essential leadership competency that leaders are measured on; 
high performing leaders with poor behaviour/leadership competencies are held accountable 
for improvement and do not receive the highest performance ratings.

Quick wins

Missing Foundational Practices

 Senior Management has identified and prioritized dimensions of diversity focus areas 
(e.g. gender, LGBTQ, Ability, etc.

 Leaders have approved a statement of the organization's commitment to DEI 
published on website or public domain.

FOUNDATIONAL

Senior Management Commitment
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Next Steps

To Grow/Expand

 Regularly measures and reports on proportional representation of eligibility and promotions 
among diverse groups

 Participates in industry benchmark surveys / research and reports on results to respective 
stakeholders.

To Begin

 Monitors equitable outcomes of career progression for demographic groups.

Quick wins

Missing Foundational Practices

 The organization has identified specific metrics (diversity, inclusion, engagement) to address 
with DEI action plans.

 Workforce data is analyzed by gender to understand how representation varies throughout 
the talent pipeline by level and among different departments/locations; gaps in proportional 
representation are identified for corrective actions.

Metrics & Accountability

FOUNDATIONAL
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Next Steps

To Grow/Expand

 Reports to senior management / board on pay gaps and strategies to minimize gaps.

To Begin

 Otherwise complete at this level.

Quick wins

Missing Foundational Practices

 Applicants are not asked for salary history; pay is offered based on the role.

Pay Parity/ Pay Gap

EMBEDDING
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Next Steps

To Grow/Expand

 The organization has branded its DEI initiative internally and externally enhancing the 
organization's reputation.

To Begin

 Otherwise complete at this level.

Quick wins

Missing Foundational Practices

 DEI communication is frequent, ongoing, innovative and contributes to an enhanced 
reputation for the organization

 All communication uses gender neutral language.

Internal Communications

EMBEDDING



Culture



Workplace: Culture27

Next Steps

To Grow/Expand

 Conducts employee inclusion survey at set frequency to understand employee inclusion 
experience

 The organization encourages employees to provide inputs on DEI initiatives through Focus 
Groups, 360 degree feedback, interviews, opinion surveys, etc.

To Begin

 Employee resource groups are consulted to identify barriers for attracting / retaining diverse 
talent and suggest strategies to address.

Quick wins

Missing Foundational Practices

 None

Employee Experience

EMBEDDING
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Next Steps

To Grow/Expand

 DEI is integrated into the organization's overall learning and education programs, including 
employee orientation, customer service and management programs

 Employees, and if needed their families, receive cultural competency training and other 
support when relocating internationally, visiting different locales, returning from international 
assignments, or when working with international teams

 DEI professionals, experts in learning methods and cross cultural education, and 
organizational leaders are involved in the development, delivery and reinforcement of DEI 
learning and education.

To Begin

 Programs focused on specific dimensions of diversity such as disability, gender and gender 
identity, sexual orientation, social class, generations, culture, religion, race, and ethnicity are 
offered based on identified needs.

Quick wins

Missing Foundational Practices

 None

Training and Learning

EMBEDDING



Policies & Programs



Workplace: Policies & Programs30

Next Steps

To Grow/Expand

 The organization collects feedback from employees on grievance addressal process

 Reports to the board / senior management number of cases of discrimination and resolution / 
corrective action taken

 Periodically assesses beneficiaries of benefits like insurance and ensures coverage of all 
employees.

To Begin

 Employees can seek third party or independent consultant to be part of the grievance 
resolution (needs to be aligned with local prevalent laws).

Quick wins

Missing Foundational Practices

 None

Equal Opportunity, Non-
Discrimination Policy

EMBEDDING
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Next Steps

To Grow/Expand

 Company policies are expanded to include bullying behaviours (jokes, comments, actions that 
demean specific groups) and focus on the impact of actions rather than the intent.

To Consider

 The Board discusses reports of harassment and misconduct; the company shares what it is 
doing to counter harassment and how employees are held accountable at all levels.

Quick wins

Missing Foundational Practices

 The company has trained internal investigation committee as per law articulated in the 
country.

Harassment Prevention & Redressal

EMBEDDING
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Next Steps

To Grow/Expand

 The organization culture  has policies that supports people who work flexibly and integrates 
them into their teams

 The company objectively establishes how 'commitment' is demonstrated and does not use 
long hours or face time as surrogate measures

 Work from home policy is implemented with support and tracked for usage.

To Consider

 Teams are given guidance/resources to manage flexibility collaboratively to ensure that all 
members have time off and are able to meet their commitments at both home and work

 The career outcomes of flexible workers are monitored to ensure equity.

Quick wins

Missing Foundational Practices

 Work from home option is available for employees, where possible

 Analyzes data to ensure employees are not penalized for their choices.

Work-Life Effectiveness

LEADING EDGE
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Next Steps

To Grow/Expand

 The organization culture  has policies that supports people who work flexibly and integrates 
them into their teams

 The company objectively establishes how 'commitment' is demonstrated and does not use 
long hours or face time as surrogate measures

 Work from home policy is implemented with support and tracked for usage.

Fully Complete

 no further recommendations.

Quick wins

Missing Foundational Practices

 None

Health and Wellness Benefits (EAP)

LEADING EDGE
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Next Steps

To Grow/Expand

 The organization accommodates and provides for religious practices e.g. prayer room..

To Consider

 The organization has options for employees to opt for alternate holidays (where not aligned to 
majority) which is relevant to their religion / culture / observance.

Quick wins

Missing Foundational Practices

 None

Holidays and Observations

EMBEDDING
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Next Steps

To Grow/Expand

 The organization has gender neutral / accessible restrooms on every floor / building

 The company shifts from simply making adjustments for specific groups and incorporates the 
needs of all employees in its universal design (ex. wheelchair ramp versus entry point with no 
steps).

To Consider

 Otherwise complete at this level. 

Quick wins

Missing Foundational Practices

 None

Facilities

LEADING EDGE
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Next Steps

To Grow/Expand

 The company actively encourages paternity leave and highlights examples of fathers taking 
the full amount of leave offered

 The organization has a program to educate parents taking leave to plan their leave and return 
to work

 All parents receive full-pay and benefits during leave.

To Begin

 The company offers return-to-work policies that allow new parents and caregivers to phase 
back into work on a reduced and/or flexible schedule

 The organization has a program to educate managers on having conversations with women 
going on maternity leave.

Quick wins

Missing Foundational Practices

 None

Parental Leave

EMBEDDING



Workplace: Policies & Programs37

Next Steps

To Grow/Expand

 The organization collects feedback from employees on the childcare facilities to ensure 
standards of care are met.

To Begin

 The organisation communicates widely to all employees about childcare facilities and options 
available

 The organisation reimburses portion of childcare expenses (day care / creche facility).

Quick wins

Missing Foundational Practices

 The organization celebrates 'bring your child to work day' and encourages employees to bring 
their children to work on that day.

Child Care Benefits

LEADING EDGE
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World: Connect DEI and Sustainability40

Next Steps

To Grow/Expand

 The organization makes a concerted effort to integrate diverse voices and perspectives early 
and often in all sustainability efforts

 D&I leaders participate actively in the organisation’s sustainability initiative. Likewise, 
sustainability leaders participate actively in the D&I initiative.

To Begin

 The organization has a sustainability strategy, which recognizes the linkage between DEI and 
sustainability

 DEI results reflect actions in at least one of the following aspects of sustainability: People, 
Planet, Prosperity, Peace, or Partnership.

Quick wins

Missing Foundational Practices

 The organization reports to all stakeholders on its progress on DEI.

EMBEDDING

Connect DEI and Sustainability
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Next Steps

To Grow/Expand

 Employees are encouraged to volunteer in their community. In some cases, the organization 
"loans" them to work for nonprofit organizations

 The organization supports scholarship and internship programs for underrepresented 
populations that have a positive impact on both the community and the organization's future 
labor force.

To Begin

 The company partners with local schools to teach inclusive behavior and valuing differences

 The organization's DEI initiatives in the community are treated as more than philanthropy. 
They are perceived as a core function mainstreamed into organizational strategy

 Employees may receive additional compensation or rewards recognizing their community 
involvement.

Quick wins

Missing Foundational Practices

 The organization partners with other organizations that work to advance the rights of 
vulnerable groups in the community.

ESG

FOUNDATIONAL



Marketplace
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Next Steps

To Grow/Expand

 Nurtures strong relationships with external stakeholders to advance inclusion

 Business leaders promote the organization's commitment to DEI publicly in external forums.

To Begin

 Applies for external awards to gain recognition.

Quick wins

Missing Foundational Practices

 None

EMBEDDING

External Stakeholders
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Next Steps

To Grow/Expand

 The organization is mindful of the language used in all its client related communication.

To Begin

 Otherwise complete at this level.

Quick wins

Missing Foundational Practices

 None

EMBEDDING

Client/Customer Diversity
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Next Steps

Fully Complete

 no further recommendations.

Quick wins

Missing Foundational Practices

 The company has supplier diversity program with demonstrated progress.

Supplier Diversity

FOUNDATIONAL



Thank you!
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