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Advice
“Approach the Diversity and Inclusion agenda with patience, 
optimism, creativity, persistence, a bias for input and 
assessment, an aversion to perfection, a willingness to learn 
from failure, a responsiveness in the face of discomfort and 
disagreement, a willingness to present and pursue multiple 
options and rationales to advance diversity, a willingness to 
pursue multiple starting points for action, and a willingness to 
rethink organizational structures in order to advance the 
organization’s program.”  (Williams)
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Background
¡ Diversity and Inclusion (D&I) is an imperative for companies facing talent shortages 

and is widely acknowledged to be a critical driver of innovation and 
competitiveness. 

¡ The labor market of the future will be much more diverse than the labor market of 
today. This creates an imperative for organizations because so many have 
struggled to improve diversity and to realize true inclusion. 

¡ Executives often have grown weary of such efforts when progress has been elusive. 

¡ Human Capital Analytics (HCA) is a critical part of the solution, grounding 
discussion in the specific organizational context, engaging executives, and 
facilitating evidence-based strategy development. 

¡ The most effective D&I strategies - and talent strategies generally - are driven by 
such analytics and the implied solutions, which traverse all Human Capital systems.
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Background
¡ According to U.S. census data, a racial or ethnic minority won’t exist by 2050. If you 

had to make the same projections about your organization, could you do it? When it 
comes to your workforce, few things are more complex than compliance, diversity 
and understanding your analytics. But more and more businesses are seeing the value 
of all three – and looking for a better way to monitor and report on diversity and 
compliance. 

¡ You use analytics to evaluate your company’s financial health for strategic business 
initiatives. It makes just as much sense to use workforce analytics to monitor 
compliance risks related to HR decisions or progress on diversity initiatives. And the fact 
is, powerful metrics can simplify workforce compliance and diversity. 

¡ A recent McKinsey & Company study found that the 10% increase in women’s share of 
the labor market over the last 40 years accounts for 25% of GDP in the U.S. 
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Background
¡ History

¡ Objectives

¡ Partnership

¡ Current Status

¡ Direction Going Forward
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US National 
Standards in 

Diversity
Current Status
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History
¡ At the beginning of our effort, SHRM was the only 

organization licensed to create ANSI-certified 
standards in HR and Diversity

¡ The goal of these standards was to define minimally 
effective D&I practices for organizations across the 
country

¡ The D&I Standards Project was initiated in 2010 with a 
taskforce of over 150 participants

¡ SHRM has shifted its emphasis in 2014 and is now  
transitioning all its standards work to ASTM
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What Is A Standard?

A standard is a document that provides minimum 
requirements, specifications, guidelines or 
characteristics that can be used consistently to 
ensure that materials, products, processes and 
services are fit for their purpose. 
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The National Standards 
Debate

••What are the most influential metrics being used in 
professional workplaces?

••How sound are these metrics, and how are they 
deployed?

••What is the potential for developing standard data 
collection protocols to improve quality, interpretation, 
and effectiveness?

••Given the potential threat of litigation, does law impede 
the use of diversity metrics?

••What is the relationship between globalization and 
diversity metrics?

Should there be standards for D&I?
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The Ongoing Debate

Will standards 
lead to greater 
administrative 

burden?

Is there a risk 
that the 

required data 
gathering will 

lead to 
discoverability 

in litigation?

What are the 
most important 
metrics to track 
performance?

Where should 
scorecards and 

results be 
tracked?
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The US D&I Standards

Top Diversity Professional: A proposed 
minimum effective knowledge, skills and 

awareness of an organization's top diversity 
and/or inclusion professional that that leads 
an effective diversity and inclusion program

Diversity Program:  A set of minimum 
effective features of a diversity and/or 

inclusion program including core elements 
(essential and optional), minimum 

standards for each element, and best 
practices

Measures and Metrics: A proposed 
minimum effective panel (collection) of 

diversity and/or inclusion metrics and 
measures that are periodically gathered in 
an effective diversity and inclusion program 
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Strategic Partnerships

American 
National 

Standards 
Institute (ANSI)

Society of 
Human 

Resource 
Management 

(SHRM)

American 
Society for 
Testing and 

Measurement 
(ASTM)

International 
Standards 

Organization 
(ISO)
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ANSI
American National Standards Institute (ANSI) oversees the 
creation, promulgation and use of thousands of norms and 
guidelines that directly impact businesses in nearly every 
sector: 
¡ from acoustical devices to construction equipment, 
¡ from dairy and livestock production to energy distribution, 

and many more. 
¡ ANSI is also actively engaged in accrediting programs that 

assess conformance to standards – including globally-
recognized cross-sector programs such as the ISO 9000 
(quality) and ISO 14000 (environmental) management 
systems.  

¡ Thanks to SHRM, ANSI is – for the first time – publishing 
standards in the disciplines of HR and Diversity.
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ASTM
¡ The American Society for Testing and Measurement (ASTM International) is 

one of the largest voluntary standards developing organizations in the 
world. They are a not-for-profit organization that provides a forum for the 
development and publication of international voluntary consensus 
standards for materials, products, systems and services. 

¡ Their volunteer members represent producers, users, consumers, 
government, and academia from more than 140 countries and they 
develop technical documents that are the basis of manufacturing, 
management, procurement, codes and regulations for dozens of industry 
sectors.

¡ ASTM volunteer members belong to one or more standards-writing 
committees, each of which covers a subject area such as steel, petroleum, 
medical devices, consumer products, nanotechnology, additive 
manufacturing and many more. 

¡ These committees develop the more than 12,000 ASTM standards found on 
their site and in the 80-volume Annual Book of ASTM Standards.
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ISO
¡ ISO (International Organization for Standardization) is an 

independent, non-governmental membership organization 
and the world’s largest developer of voluntary standards

¡ ISO is made up of representatives from 162 member 
countries who are the national standards bodies around the 
world, with a Central Secretariat that is based in Geneva, 
Switzerland. 

¡ The US TAG 260 is providing direction on human resource 
standards and practices.

¡ At its 2016 September Plenary meeting in Singapore, a 
working group was approved to begin work on standards for 
diversity and inclusion 
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Status of US Standards

¡ In late 2014, SHRM made the decision to move away from standards 
development work

¡ SHRM selected ASTM to oversee to standards development using their 
processes and methodology

¡ Taskforce commissioned by SHRM is awaiting  a decision from ASTM on 
future standards developments work (and, in what HR areas)

¡ Members of the D&I Standards taskforce have expressed interest in 
seeing their work through to completion.  Two of three standards have 
been drafted and are ready for public commentary.

¡ SHRM is transitioning the work to ASTM.  E63 is the working group 
established by ASTM to management the work.
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Evolving Global 
Standards for 
Diversity and 

Inclusion
International Organization for Standardization 

(ISO)

16



Scope

¡ A set of principles, behaviors and programs to use as 
guidelines in context with organizational goals

¡ A recommended set of practices, approaches, 
methods, and mechanisms to support effective Global 
Diversity and Inclusion 

¡ Maintain consistency in global diversity and inclusion 
practices
¡ Example: could also be incorporated into other standards 

developed by ISO/TC 260 HR Management 



¡ Sharing expertise and resources
¡ National country standards, expert studies and articles, 

practitioner experience and expert research/observations

¡ Collaborate TC/260 Workgroups

¡ Inclusiveness, equity of treatment, non-quota oriented

¡ Organizational programs, leadership development and 
commitment

¡ Quantify the business case for diversity & inclusion
¡ Helpful metrics

Focus Ideas



Benefits

¡ If it reflects the customer base, D&I can have a 
positive effect 

¡ Organizations are more agile and receptive to 
change

¡ Diverse teams can foster creativity, innovation  and 
strengthen positive organizational outcomes

¡ People feel proud to work for the company

¡ Enriching experience – improved performance



Benefits

¡ Fair, equitable treatment

¡ Brand improvement

¡ Employee retention – inclusive workplace environment

¡ Can enable individuals to contribute more effectively

¡ Reduce tension and violence in the community

¡ Attract more investment and talent



Core competencies and functions for the designated diversity 
leader, if applicable, or highest level of diversity leader
¡ Organizational capabilities and other factors
¡ Non-management level
¡ Mid-level management
¡ Senior management level
¡ Executive level
¡ Board level

¡ Human Governance considerations

Proposed Guidance Areas



¡ Global diversity and inclusion strategies and their associated 
activities can include addressing leadership, organizational 
culture and programs, and relevant evaluation of 
effectiveness. 

¡ Voluntary global diversity and inclusion standards can be 
used as internal assessment guidelines to identify gaps in 
programs, systems, processes and practices. Example: 
Global Diversity & Inclusion Benchmarks (2016 Edition)

¡ Leveraging the benefits of diversity through inclusiveness 
represents a means to improve organizational effectiveness 
and resilience in a changing environment.

Summary



Context and 
Framework  for 

Standards
Best Practices
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Framework – Best Practices

Leadership 
Commitment

A vision of diversity demonstrated and 
communicated throughout an 

organization by top-level leadership

Part of Strategic 
Plan

A diversity strategy and plan that are 
developed and aligned with the 

organization’s strategic plan.

Linkage to 
Performance

Understanding that a more diverse 
and inclusive work environment can 

yield greater productivity

Helps in improving individual and 
organizational performance

Measurement

A set of quantitative and qualitative 
measures of the impact of various 

aspects of overall diversity program.

Accountability

The means to ensure leaders are responsible 
for diversity by linking their performance  to 

D&I initiatives

Leadership 
Development

An ongoing, strategic process for identifying  
and developing a diverse  pool of talent 

(feeder pools)

Is part of succession planning and part of 
pool for potential future leaders

Recruitment

The process of attracting a supply of 
qualified, diverse applicants for employment 

(talent pipeline)

Processes and tools for onboarding and 
retaining diverse talent

Diversity Training

Organizational efforts to inform and educate 
management and employees about 
diversity’s benefits to the organization.
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Leadership Framework – Six 
Critical Elements

Compelling 
Business Case

Employee 
Involvement

Designation of 
CDO Role Clear Goals Metrics to Track 

Progress
Accountability 

Metrics for 
Managers
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Actions for Supporting D&I 
by Leaders

Develop 
champions and 

allies for the 
diversity agenda

Develop a 
strong 

knowledge base 
about the value 
of diversity within 
the organization

Make diversity 
an 

organizational 
priority

Develop, focus, 
and share one’s 
vision of diversity

Practice that 
vision

Commit human 
and financial 

resources to the 
diversity agenda

Willingness to 
change polices 
and practices to 
become more 

inclusive

Create 
accountability 

and assessment 
among the 

management 
group
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Standards are 
Linked to 

Important D&I 
Analytics

Conducting an analysis and review of organizational practices, 
processes, and composition helps to identify critical gap areas and 

provides a framework for action planning.

27



Workforce Demographics

Board and Senior 
Management

Leadership Levels and 
Rate of rise

Salaried Exempt/Non-
exempt balance;  diversity 

of diversity
Trends in  the Diversity in 

tradition EEO-1 Categories

Workforce
Representation
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Workforce Participation

Training and Development Taskforces

Employee Resource Groups Outreach and Volunteerism

Inclusive
Participation
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Engagement

Satisfaction Levels / 
Attrition and turnover

Systems and Processes 
for  Engagement

Social Media Support Accessibility

Employee 
Engagement
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Communications
CEO Annual Commitment / 

Presence on Meeting 
Agendas

Diversity Annual Report

D&I Policies and Practices Expectations for Leaders and 
Supervisors

Communications
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Culture and Climate

Satisfaction by 
Demographic group

Employee Attrition by 
Demographic group

Number and reach of 
ERGs / diversity 

councils

Accommodations, 
Accessibility and 

technological support 

Culture and 
Climate
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Innovation and Problem-Solving

Engagement in product and 
market development

Composition of ideation 
teams

Assessment of demographic 
change on products and 

services

Use of quality improvement 
tools in development of 

approaches and solutions 
(Six Sigma, Lean, etc.)

Innovation and 
Problem-Solving
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Resource Commitments
D&I Infrastructure and 
Leadership, including 

Diversity Councils and ERGs
D&I Sponsors and 

Champions

D&I Budget Tools and Metrics

Resources

34



Pay and Benefit Equity

Pay Equity Analysis
Participation Rates in 

Capital Accumulation 
Programs

Workplace Flexibility 
Policies

Performance 
Management Systems

Pay and 
Benefits
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Risk Mitigation

Assessment of HR 
practices

Litigation and 
Discrimination Trends

Harassment 
Prevention Training

Inclusive Leadership 
Education

Risk 
Mitigation
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Corporate Social Responsibility
Public Policy Issue 
Management / 

license to operate

External 
Relationships and 

Partnerships

Human Rights Shareholder Issues 
and Resolutions

CSR 
/Reputation
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Balanced Scorecard
Workforce 

Representation / 
Placements Against 

Opportunities
Supplier Diversity Metrics

People with Disabilities / 
Protected Veterans

Awareness and Skill 
Building Sessions in D&I

Balanced 
Scorecard
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Intersections of Diversity
Civil society 
governance

Environmental 
and social justice 

movements

Organizational 
and Business 

Practices

Individual 
(personal and 
interpersonal) 

and Teams
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Diversity is not casual, liberal 
tolerance of anything and 

everything not yourself. It is not 
polite accommodation. Instead, 

diversity is – in action – the 
sometimes painful awareness that 
other people, other races, other 

voices, other habits of minds, have 
as much integrity of being, as 

much claim on the world as you 
do. And I urge you, amid all the 

differences present to the eye and 
mind, to reach out to create the 
bond that will protect us all. We 
are meant to be here together. 
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