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Report Overview

This Diversity Readiness Report provides a comprehensive analysis of Example Company’s current
state of diversity and inclusion across various dimensions within the organization. The assessment,
based on respondents’ answers to a set of structured questions, aims to offer insights into the
organization’s strengths, areas of improvement, and actionable recommendations for enhancing
diversity and inclusion.

While the assessment provides valuable insights, it’s important to note that the accuracy is
contingent on the respondents’ input. The report serves as an evaluation based on the
information provided by participants, offering a snapshot of the organization’s diversity readiness.
The scores and ranges provided offer a framework for understanding the organization’s
performance in different areas, providing a foundation for targeted strategies and initiatives. This
inclusive evaluation is designed to guide Example Company in navigating towards a more
diverse and inclusive future, incorporating the principles of diversity architecture.

Overall Score

• High Range: 206 - 268 • Medium Range: 124 – 205 • Low Range: 0 - 123

This section provides a comprehensive overview of Example Company’s diversity readiness,
combining scores from key areas such as talent composition, external engagement, metrics,
policies, training and change, culture, readiness for change, goals, and accessibility. These
combined scores, categorized into High, Medium, and Low ranges, offer a nuanced benchmark,
highlighting Example Company’s strengths and areas for improvement in fostering diversity and
inclusion. The overall score serves as a holistic snapshot, guiding Example Company in its journey
towards a more diverse and inclusive workplace, with a detailed understanding derived from the
aggregated scores across diverse facets of the organization.

Talent Composition

• High Range: 117-156 • Medium Range: 78-116 • Low Range: 0-77

The talent composition section evaluates the diversity of Example Company’s leadership team,
mid-level employees, and frontline employees. Each category is assessed across multiple
dimensions, including race/ethnicity, gender/gender identity, age, sexual orientation, disability
status, educational background, geographic location, organizational tenure, religion/spirituality,
position in the organization, caregiver status, department diversity, and veteran status.

Leadership Team Composition

• High Range: 39-52 • Medium Range: 26-38 • Low Range: 0-25

This section focuses on Example Company’s leadership talent composition, analyzing the diversity
within the leadership team, which includes executives, directors, and other key decision-makers.
The assessment explores dimensions such as racial/ethnic backgrounds, genders, age groups,
sexual orientations, abilities, educational backgrounds, geographic locations, organizational
tenures, religious/spiritual beliefs, positions, caregiver statuses, departmental affiliations, and
veteran statuses, emphasizing Example Company’s dedication to fostering inclusivity across all
levels of leadership.
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Mid-Level Employee Composition

• High Range: 39-52 • Medium Range: 26-38 • Low Range: 0-25

This section focuses on Example Company’s mid-level employees. Assessment involves an
in-depth analysis of dimensions such as racial/ethnic backgrounds, genders, age groups, sexual
orientations, abilities, educational backgrounds, geographic locations, organizational tenures,
religious/spiritual beliefs, positions, caregiver statuses, departmental affiliations, and veteran
statuses. This ensures diverse representation in key roles that act as a crucial link between
leadership and frontline positions, showcasing Example Company’s commitment to inclusivity
across all organizational functions.

Frontline Employee Composition

• High Range: 39-52 • Medium Range: 26-38 • Low Range: 0-25

This section focuses on Example Company’s frontline employees, where the evaluation extends
beyond entry-level roles, examining dimensions including racial/ethnic backgrounds, genders,
age groups, sexual orientations, abilities, educational backgrounds, geographic locations,
organizational tenures, religious/spiritual beliefs, positions, caregiver statuses, departmental
affiliations, and veteran statuses. This emphasizes inclusivity and acknowledges the diverse
contributions of every employee at the operational forefront of the organization, showcasing
Example Company’s commitment to a diverse and valued workforce.

External Engagement

• High Range: 9 - 12 • Medium Range: 6 – 8 • Low Range: 0 – 5

This section focuses on Example Company’s engagement with external organizations that
promote Diversity, Equity, and Inclusion (DEI) practices. It assesses the organization’s efforts in
promoting its DEI standing to the public and potential future talent, highlighting its commitment
to transparency and attracting a diverse pool of candidates.

Metrics

• High Range: 9 - 12 • Medium Range: 6 – 8 • Low Range: 0 – 5

The metrics section evaluates Example Company’s approach to capturing diversity data, sharing
findings transparently with stakeholders, and setting measurable DEI goals. A robust
measurement framework is crucial for accountability and continuous improvement.

Policies

• High Range: 9 - 12 • Medium Range: 6 – 8 • Low Range: 0 – 5

This section assesses Example Company’s DEI policies, examining their clarity, dedication, and
coverage across different groups. The implementation of specific tasks assigned to individuals is
considered a key factor in ensuring the effectiveness of these policies.
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Training and Change

• High Range: 18 - 24 • Medium Range: 12 – 17 • Low Range: 0 – 11

The training and change section evaluates Example Company’s leadership in DEI training. It
examines the comprehensiveness of mandatory and optional training sessions, alignment with
annual goals, and responsiveness to current events, emphasizing a culture of continuous learning
and inclusivity.

Culture

• High Range: 9 - 12 • Medium Range: 6 – 8 • Low Range: 0 – 5

The culture section assesses Example Company’s commitment to celebrating diversity and
fostering a sense of belonging. The occurrence of critical, negative DEI incidents is also examined
as an indicator of the organization’s inclusive workplace culture.

Readiness for Change

• High Range: 15 - 20 • Medium Range: 10 -14 • Low Range: 0 – 9

This section evaluates Example Company’s readiness for DEI changes at different levels of
leadership. It 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.

Goals

• High Range: 9 - 12 • Medium Range: 6 – 8 • Low Range: 0 – 5

The goals section assesses Example Company’s approach to setting clear, measurable, and
strategically aligned DEI goals, exemplifying a proactive stance towards diversity and inclusion.

Accessibility

• High Range: 6 - 8 • Medium Range: 4 – 5 • Low Range: 0 – 3

The accessibility section examines Example Company’s adherence to thorough accessibility
guidelines, ensuring inclusivity in various aspects such as websites, meetings, and events.

Recommendations

Following the assessment, the report provides tailored recommendations for Example Company
based on its diversity readiness score. The recommendations are categorized into High, Medium,
and Low-scoring sections, offering actionable steps for optimizing talent composition, external
engagement, data collection, training, cultural celebration, readiness for change, goal setting,
and accessibility.

The report aims to guide Example Company in its journey toward fostering a more inclusive and
diverse workplace, highlighting areas of strength, and suggesting targeted improvements to
advance its commitment to diversity and inclusion.
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Example Company’s Scores

This section provides a concise overview of both the overall scores and individual dimension
scores, offering a quick glance at Example Company’s performance in various aspects of
diversity readiness.
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Overall 147
Talent Composition 82
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Goals 5
Accessibility 5
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Explanation of Example Company’s Scores

This section offers a detailed breakdown of Example Company’s overall diversity readiness score,
providing insights into both the holistic assessment and individual scores across diverse
dimensions. For a more in-depth analysis of your results, including additional details, please
coordinate a meeting with Brooks Consultants at info@brooks-consultants.com.

Overall Score: Medium

Example Company is making real strides towards diversity, earning a positive overall score. Their
leadership reflects diverse voices, and mid-level representation looks strong. They recognize the
need to continue fostering inclusivity, especially for frontline employees. Their commitment
extends beyond the company walls, engaging in public conversations about diversity, which is
commendable. Data tracking provides some insights, but setting more clearly defined goals
would further guide their progress. While existing policies and training offer a foundation, refining
them with a sharper focus on impact will amplify their effectiveness. They need to actively
celebrate diversity and address negative incidents with sensitivity to strengthen a welcoming
spirit. Their openness to change and well-defined DEI plans show they’re on the right track to
becoming an even more inclusive organization. This ongoing journey paves the way for a brighter
future for everyone at Example Company.

Score Breakdown

This section offers a detailed breakdown of Example Company’s overall diversity readiness score,
providing insights into both the holistic assessment and individual scores across diverse
dimensions.

Talent Composition: Medium

Within this section, Example Company’s talent composition, including leadership, mid-level, and
front-line employees, contributes to a moderate diversity readiness score. The breakdown
highlights commendable efforts to promote diversity, with acknowledgment of areas for
improvement.Example Company actively recognizes the importance of fostering diversity of
talent at all levels, from leadership to mid-level and front-line employees. The organization may
be in the process of devising a plan to enhance diversity within talent at all levels.

Leadership Team Composition: Medium

Example Company demonstrates a commitment to diversity in its leadership team, earning a
medium score. While progress has been made in various dimensions, there’s room for
improvement in ensuring representation across race/ethnicity, gender/gender identity, age,
sexual orientation, disability status, educational background, geographic location,
organizational tenure, religion/spirituality, position in the organization, caregiver status,
department diversity, and veteran status.

Mid-Level Employee Composition: Medium

The mid-level workforce at Example Company demonstrates a moderate level of diversity across
various dimensions. Acknowledging the dynamic nature of diversity, there may be opportunities
for improvement in different areas, ensuring a comprehensive and inclusive approach across all
aspects.
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Frontline Employee Composition: Low

Frontline employees at Example Company currently exhibit a low level of diversity, highlighting
the organization’s challenges in fostering inclusion. Significant attention may be needed to
improve representation across race/ethnicity, gender/gender identity, age, disability status,
educational background, geographic location, organizational tenure, religion, caregiver status,
and veteran status.

External Engagement: High

Externally, Example Company shines with an outstanding score in engaging with other
organizations that promote Diversity, Equity, and Inclusion (DEI) practices. The organization
actively promotes its current DEI standing to both the public and potential future talent,
showcasing a commitment to transparency and attracting a diverse pool of candidates.

Metrics: Low

Metrics capturing diversity data and sharing findings with stakeholders are limited at Example
Company, contributing to a low score. A more comprehensive approach to measuring diversity,
including clear and measurable DEI goals, is essential for progress.

Policies: Medium

The organization has established DEI policies, but they may benefit from additional clarity and
dedication. While some tasks are assigned to individuals, a more structured approach could
further strengthen policy implementation.

Training and Change: Medium

Example Company provides a combination of mandatory and optional DEI training sessions but
there’s a need for increased focus. Regular reviews, alignment with annual goals, and
responsiveness to current events could enhance the effectiveness of the organization’s DEI
training initiatives.

Culture: Medium

The organization celebrates diversity to a moderate extent, with positive indicators of inclusivity.
However, addressing critical, negative DEI incidents could further contribute to fostering a more
inclusive culture.

Readiness for Change : Medium

Example Company exhibits a moderate readiness for DEI changes, with acknowledgment at
various leadership levels. To strengthen this aspect, increased emphasis on physical
accommodations for diverse needs and creating an inclusive environment for neurodiverse
employees is recommended.

Goals: Low

While Example Company has established DEI goals, there’s room for improvement in aligning
them strategically and ensuring they are measurable. A more intentional approach to goal
setting is vital for advancing diversity readiness.

Accessibility: Medium

The organization has established accessibility guidelines but may benefit from further adherence.
Strengthening adherence to guidelines, especially in areas like websites, meetings, and events, is
recommended.
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Recommendations

In this section, we provide overarching recommendations tailored to Example Company’s overall
diversity readiness level, drawing insights from the comprehensive assessment scores across
various dimensions. For more specific recommendations, reach out to us at
info@brooks-consultants.com.

1. Promote Diversity and Inclusion Across Staff Demographics: Prioritize initiatives to enhance
to enhance inclusivity for employee populations who may need it. This may include
targeted programs, mentorship opportunities, or focus groups to address specific needs.

2. Clarify DEI Goals: Define specific, measurable, achievable, relevant, and time-bound
(SMART) goals for diversity and inclusion. This will provide a clearer roadmap for progress and
success.

3. Strengthen Data-Driven Decision-Making: While tracking data, ensure it aligns with defined
goals. Leverage data to make informed decisions and identify areas for improvement.

4. Celebrate Diversity Actively: Foster a culture that actively celebrates diversity. Implement
initiatives that highlight and appreciate the unique contributions of individuals from diverse
backgrounds.

5. Openness to Change: Maintain an open mindset towards change. Encourage a culture
that values feedback and adapts to emerging diversity and inclusion challenges, ensuring
flexibility in response to evolving needs.

6. Accessible Communication: Improve communication accessibility. Ensure that information is
disseminated in formats that cater to diverse needs, such as providing content in multiple
languages and incorporating accessibility features.
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Coaching Questions

In this section, coaching questions are designed to guide Example Company through reflection,
discussion, and strategic planning by presenting targeted inquiries based on the findings of the
Diversity Readiness Assessment.

To explore these insights further and craft a strategic approach to diversity architecture, schedule
a meeting with Brooks Consultants. Reach out to us at info@brooks-consultants.com to initiate a
dialogue that will enable your organization in identifying areas for improvement, celebrating
successes, and shaping a proactive roadmap for positive change.

1. Talent Composition:

Leadership Team Composition

• How can we further enhance diversity within the leadership team across various dimensions?

• What specific strategies can be employed to address any identified gaps in leadership
diversity?

Mid-level Employee Composition

• In what ways can we strengthen diversity efforts for mid-level employees, especially in areas
that have been identified for improvement?

• How might targeted initiatives enhance diversity in aspects including disability status,
educational background, race, gender, and geographic location?

Frontline Employee Composition

• What steps can be taken to foster greater diversity at the frontline level, particularly in
dimensions including disability status, organizational tenure, and caregiver status?

• How can we ensure that frontline employees from diverse backgrounds feel equally
represented and included?

2. External Engagement:

• What additional strategies can be implemented to increase external engagement and
collaboration with organizations promoting DEI practices?

• How might we amplify the promotion of our DEI standing to the public and potential future
talent?

3. Metrics:

• How can we refine our data collection methods to ensure a more comprehensive view of
diversity and inclusion progress?

• What steps can be taken to enhance transparency in sharing diversity findings with
stakeholders and setting more measurable DEI goals?
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4. Policies:

• In what ways can we provide additional clarity and dedication to our existing DEI policies?

• How might we ensure that tasks assigned to individuals contribute to the effective
implementation of our DEI policies?

5. Training and Change:

• What specific improvements can be made to our DEI training programs to address
emerging challenges and ensure continuous learning?

• How can we better align DEI training with annual goals and respond more effectively to
current events?

6. Culture:

• What initiatives can be introduced to further celebrate diversity and foster a sense of
belonging in our organizational culture?

• How can we address and minimize negative DEI incidents to create a more positive and
inclusive workplace culture?

7. Readiness for Change:

• What steps can be taken to strengthen readiness for DEI changes at all levels of leadership?

• How can we anticipate and address potential resistance and obstacles from individuals
who may be unprepared or unwilling to engage in organizational change?

8. Goals:

• How can we refine and align our DEI goals more strategically to drive meaningful change?

• What measures can be implemented to ensure that our DEI goals remain clear, measurable,
and achievable?

9. Accessibility:

• What specific actions can be taken to enhance adherence to accessibility guidelines,
particularly in areas like websites, meetings, and events?

• In what ways can we improve physical accommodations and create a more inclusive
environment for neurodiverse employees?
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