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Diversity Architecture
Framework

The Diversity Architecture Framework serves as a transformative
blueprint, extending beyond the confines of HR or a dedicated diversity
department. It offers a comprehensive strategy for seamlessly
integrating diversity into the core of an organization, standing as a
foundational structure that shapes every facet of an organizational
landscape. Emphasizing the interconnectedness of various dimensions,
this framework ensures that diversity becomes intrinsic to an
organization’s DNA.

It goes beyond traditional silos, intricately weaving diversity into the
very fabric of operations. This comprehensive framework touches upon
every aspect, from the composition of an organization’s talent to
external engagements and market expansion. It incorporates
transparent metrics, training and learning initiatives for behavioral and
systemic change, and a readiness for change that encompasses the
desire, ability, purpose, and feasibility to drive meaningful
transformations. Thorough adherence to accessibility guidelines
ensures that diversity is not a mere initiative but a fundamental and
seamlessly integrated element, enriching the essence of an organization
at every level.

This holistic approach, extending from talent management to
organizational culture, reflects a collective dedication to embedding
diversity into the very structure of an organization. This commitment is
pivotal in shaping the organization's identity and impact in a profound
and lasting manner.




NINE DIMENSIONS OF THE DIVERSITY ARCHITECTURE FRAMEWORK:

Talent Composition:

Focuses on creating a diverse
workforce by promoting
inclusivity and equity in

recruitment, talent acquisition,

and leadership development. It

emphasizes the importance of

representation across various
demographics.

External
Engagement:

Involves engaging with
external stakeholders, such
as customers, suppliers,
and communities, not only
to promote diversity and
inclusion within the
organization but also to
expand the market reach
and impact.

Metrics, Data, and
Transparency:

Emphasizes the importance
of establishing measurable
metrics to track diversity
progress, ensuring
transparency in reporting.
This dimension promotes
accountability and facilitates
data-driven decision-making.
It also encompasses the
collection and analysis of
data to identify patterns,
measure progress, and make
informed decisions regarding
diversity and inclusion efforts.

Policies:

Encompasses the
establishment of inclusive
policies that support
diversity and inclusion
initiatives, providing a
formal structure to guide
organizational practices
and behaviors.

Training and
Change:

Addresses the need for
continuous training and
development programs that
incorporate learning to facilitate
change in behavior or
improvement in systems and
processes within the
organization.



NINE DIMENSIONS OF THE DIVERSITY ARCHITECTURE FRAMEWORK:

ORGANIZATIONAL
CULTURE:

Recognizes that an inclusive culture is
pivotal for the success of diversity
initiatives. This dimension explores
ways to cultivate a workplace culture
that values diversity, equity, and
inclusion while also considering
employee experience, engagement,
and wellness.

READINESS FOR
CHANGE:

Focuses on preparing the organization for
change and adaptation to diverse
perspectives. It involves having the desire,
ability, purpose, and feasibility to make
changes. This dimension also considers
the provision of physical accommodations
for diverse needs and the creation of an
inclusive environment for neurodiverse
employees as key components of the
organization's commitment.

STRATEGIC GOAL
SETTING:

Involves aligning diversity and
inclusion goals with the broader
organizational strategy. This ensures
that diversity becomes an integral part
of the organization's long-term vision
and objectives.

ACCESSIBILITY
INCLUSION:

Focuses on ensuring that
organizational resources,
opportunities, and benefits are
accessible to all individuals, making
accommodations for physical
disabilities, acknowledging
neurodiversity, and adhering to
thorough accessibility guidelines,
ensuring inclusivity in various
aspects such as websites, meetings,
and events.



Diversity Architecture
Framework as the
Organizational Blueprint:

TALENT COMPOSITION:

COMPONENTS: Recruitment strategies, talent acquisition
policies, leadership development programs.

METRICS: Demographic representation across roles,
diversity in leadership positions, talent retention rates.

ACTIVITIES: Implementing blind recruitment practices
when appropriate, offering mentorship programs,
fostering networking opportunities for underrepresented
groups.

EXTERNAL ENGAGEMENT:

COMPONENTS: Stakeholder engagement strategies,
diversity in marketing and outreach efforts.

METRICS: Diversity impact on market expansion,
supplier diversity, community engagement metrics.

ACTIVITIES: Collaborating with diverse suppliers,
participating in community events, incorporating
diverse perspectives in product development.

METRICS, DATA, AND
TRANSPARENCY:

COMPONENTS: Establishment of measurable
diversity metrics, transparent reporting
mechanisms.

METRICS: Inclusivity index, equity audits,
Brooks Consultants’ Diversity Readiness
Assessment, transparency in diversity reporting.

ACTIVITIES: Regularly reporting diversity
metrics, conducting internal audits, establishing
diversity scorecards.

POLICIES:

COMPONENTS: Articulation, commitment, and
comprehensiveness of DEI policies, considering
ethical, moral, and legal considerations.

METRICS: Policy effectiveness scores,
adherence to ethical and legal standards,
incidents reported and handled.

ACTIVITIES: Regularly reviewing and updating
policies to align with evolving inclusivity
standards, ethics, and legal requirements.
Conducting comprehensive training for DEI
policies. Implementing a feedback mechanism to
gather insights on practical policy application and
identifying areas for improvement.



TRAINING AND CHANGE:

COMPONENTS: Continuous training programs,
learning resources, change management strategies.

METRICS: Participation rates in training, behavior
change metrics, effectiveness of training programs.

ACTIVITIES: Developing inclusive training modules,
assessing the impact of training on workplace behavior,
incorporating feedback for continuous improvement.

ORGANIZATIONAL CULTURE:

COMPONENTS: Employee experience programs,
wellness initiatives.

METRICS: Employee satisfaction, innovation index,
engagement scores.

ACTIVITIES: Fostering open communication,
implementing flexible work arrangements, promoting a
culture of innovation and collaboration.

READINESS FOR CHANGE:

COMPONENTS: Desire, ability, purpose, feasibility
for change, prepared for physical and non-physical
accommodations.

METRICS: Employee surveys on change readiness,
successful provision of accommodations.

ACTIVITIES: Assessing organizational readiness,
providing training on change management, creating
adaptable workspaces.

STRATEGIC GOAL SETTING:

COMPONENTS: Alignment of diversity goals
with organizational strategy, set specific diversity
objectives.

METRICS: Achievement of diversity goals, goals
cascaded from broader organizational objectives.

ACTIVITIES: Conducting strategic planning
sessions, incorporating diversity goals in
performance evaluations, regularly reviewing
progress.

ACCESSIBILITY INCLUSION:

COMPONENTS: Inclusive resource allocation,
accommodation policies, adherence to
accessibility guidelines.

METRICS: Accessibility compliance metrics,
inclusivity in online and offline organizational
activities, provision of accessible resources, WAG
(Web Accessibility Guidelines) compliance.

ACTIVITIES: Conducting accessibility audits for
physical spaces and technology systems, providing
training on creating inclusive and accessible
communications, regularly updating technology
and facilities to meet accessibility standards



DIVERSITY ARCHITECTURE FRAMEWORK IMPLEMENTATION PLAN

LEADERSHIP
COMMITMENT:

Gain commitment from
top leadership to
champion diversity.

Communicate the
importance of the
Diversity Architecture
Framework and its
potential impact on
organizational success.

ASSESSMENT AND

BASELINE
MEASUREMENT:

Conduct Brooks
Consultant's Diversity
Readiness Assessment
to evaluate the current
state of diversity within
the organization.

Establish baseline
metrics for each
dimension of the

framework, identifying
strengths and areas for
improvement.

CONTINUOUS
IMPROVEMENT:

Implement a feedback
mechanism for
ongoing assessment
and improvement.

Regularly review and
review the Diversity
Architecture
Framework to adapt to
evolving inclusivity
standards and
organizational needs.

MONITORING
AND
EVALUATION:

Monitor the
implementation
progress regularly.

Evaluate the
effectiveness of each
dimension through
periodic
assessments,
incorporating insights
from the Brooks
Consultant's
Assessment, and
adjust strategies as
needed.

CELEBRATING
SUCCESS AND
RECOGNITION:

Recognize and
celebrate achievements
in diversity.

Share success stories
to inspire and motivate
employees.
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FEEDBACK LOOP:

Establish a continuous
feedback loop involving
employees at all levels.

Encourage open dialogue
and adjust strategies
based on feedback,
incorporating insights

from the Brooks

Consultant's Assessment,

to ensure ongoing
improvement.



SUMMARY

In summary, the Diversity Architecture Framework
serves as a comprehensive blueprint, integrating
diversity into every aspect of an organization.
Through its nine dimensions, from Talent
Composition to Accessibility Inclusion, the
framework emphasizes transparency,
accountability, and continuous improvement.

It goes beyond traditional silos, ensuring that
diversity is woven into the fabric of operations,
from talent management to external engagement.
By aligning diversity goals with organizational
strategy and promoting a culture of inclusivity, the
framework becomes a transformative force,
shaping the organization's identity and impact in a
profound manner.
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