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Overview 
A growing number  o f  o rgani za t ions  a re  tak ing  a  renewed  focus on  d i vers i ty ,  
equ i ty ,  and  inc lus ion (DE I )  a s  protests  ac ross  the count ry  spot l i ght  pers i s tent  
rac i a l  i n jus t i ces .  These  events  have  led  to  i nc reased pub l i c  expec ta t ion for  
o rgan iza t ions  to  fos te r  a  cu l ture  o f  equ i ty  and inc lus ion .  DEI  i s  c r i t i ca l ,  to  not  
on ly  engage  emp loyees  and  s i gna l  an  o rgan i za t ion ’ s  va lues  w i th  pub l i c  
aud iences ,  but  i t  a l so  p rov ides  measurab le  improvements  i n  j ob  sa t i s fac t ion  and 
f i nanc ia l  benef i t s  to  an  organi za t ion ’ s  bottom l i ne .    

Imp lement ing  a  DEI  p rogram i s  impor tant  fo r  many reasons  but  deve lop ing  
meaningfu l  met r ic s  to  measure  i t s  ef fect iveness  i s  essent ia l  to  i nform s tra teg ic  
p lann ing .  Thi s  gu ide  out l i nes  the  benef i t s  o f  DEI  p rograms ,  the  d i f fe rent  ways  
to  measure  i t s  e f fec t i veness ,  and  best  p rac t ices  fo r  es tab l i sh ing  a  DEI  p rogram.  

 

DEI Impact and Importance 
Cul t i va t ing  an env i ronment  of  equ i ty  and inc lus ion of fers  a  myr iad  o f  benef i t s  to  
an  organ izat ion .  Those  who chose  to  i nvest  i n  a  DEI  p rogram recogn ize  i t s  pos i t i ve 
impac t  to  bus iness  outcomes  and  the  l im i ta t ions  o f  not  hav ing one  in  p lace .  Some 
of  the  many  benef i t s  o f  es tab l i sh in g  a  DEI  p rogram inc lude :  

•  Promot ing  a  cu l ture  of  inc lus ion can improve an organizat ion ’s  reputat ion .   
Th i s  i s  espec ia l ly  re levant  g iven recent  events  and  heightened pub l ic  
awareness of  widespread rac ia l  in just i ces  tak ing  p lace.  Accord ing to  one 
study i,  organizat ions wi th inc lus ive  cu l tures  and pract ices  are 57.8% more 
l i ke ly  to  improve their  reputat ions.  After  v iewing an advert i sement  perceived 
to  be d iverse  and inc lus ive ,  customers  a re  a lso  more l i ke ly  to purchase or 
cons ider  purchas ing  a  produc t . i        

•  Foster ing  an inc lus ive  and  d iverse  workp lace  can lead  to  improved  f inanc ia l  
performance .  In  fac t ,  a  s tudy revea led that  organizat ions in the top quart i le  
for  rac ia l/ethnic  and gender  d ivers i ty  a re  35% and 15% more l ike ly  to  have 
f inanc ia l  returns above the i r  nat iona l  industry  med ians ii.  A workp lace that 
encourages d ivers i ty and inc lus ion can dr ive  innovat ion and improve 
performance.    

•  Employees are  better  engaged and perform better  in an inc lus ive 
organizat iona l  cu l ture .  According to  one study iii,  employees who fee l  the i r 
vo ice  i s  heard  a t  work  are  near ly  f ive  t imes (4 .6x)  more empowered to 
perform thei r  best  work .  An inc lus ive  cu l ture  a lso  improves absenteeism 
even when just  10% of  employees fee l  inc luded.  i   

•  Organizat ions a t t ract  and reta in  ta lent  more successfu l ly  in  a  d iverse  and 
inc lus ive  env i ronment .  When consider ing a  pos i t ion or p lace  of employment ,  
67% of  job  seekers iv cons ider d ivers i ty  as  an important  fac tor .  Employees are  



©2020 Hanover Research  3 

a lso more sat i s f ied  and stay  longer wi th companies  in  an inc lus ive  work 
env i ronment .  In  fac t ,  near ly  four  t imes (3.8x )  of  employees are  more l i ke ly 
to  say they are  proud to  work for  thei r  organizat ion when equa l  opportuni t ies 
a re  of fered . i i i   

 

DEI Measurement 
Track ing  the ef fec t i veness  o f  a  DE I  p rogram through c lea r  and  robust  met r ic s  i s  
essent ia l  to  ensure  success .  Measur ing  the  p rogram success  through a 
comprehens ive  se t  of  met r ic s  he lps  o rgan i za t ions  stay  commi t ted  to  the i r  DE I  
goa l s ,  ident i fy  a reas  o f  improvement ,  and  he lp  quant i fy  returns  f rom the i r  i n i t i a l  
i nvestment .  The  fo l lowing  guide l i nes  w i l l  he lp  o rgani za t ions  i n  deve lop ing  
meaningfu l  se t  o f  d ive rs i ty  and  inc lus ion  metr ic s :  

•  An organizat ion ’s  DEI  metr ics  shou ld  ident i fy  r i sk  a reas ,  t rack  the progress 
of  in i t ia t ives ,  and  ca lcu la te  the i r  impact  on the bottom l ine .  Wel l - run DEI 
programs are  assoc iated posi t ive ly  wi th innovat ion and EBIT marg in  growth.  
Therefore ,  many companies  a re  looking into enhancing thei r  DEI  programs 
to  he lp  the bottom l ine . v   

•  Companies  t rack ing  the ef fect iveness  of  the i r  DE I  in i t i a t ives  need to  t rack 
both qua l i ta t ive  and quant i ta t ive  KPIs .  Quant i ta t ive data  i s  often easier  to 
compi le  and more readi ly  ava i lab le ,  such as  demographic  information (e .g . ,  
gender ,  race ,  age ,  sexua l  or ientat ion ,  etc . ) ,  h i r ing p ipe l ines ,  performance 
i ssues ,  and retent ion,  to  compare employees aga inst  industry  or  com pany 
benchmarks .  However ,  qua l i ta t ive  measures through surveys measur ing 
engagement/sat i s fact ion ,  hor i zonta l  and  vert ica l  re la t ionships ,  recogni t ion ,  
and  feedback  dur ing employee tenure  as wel l  as  ex i t  interviews are  a lso  
c r i t i ca l  to  t rack  inc lus ion. vi 

•  I t  i s  imperat ive  that companies  set  DEI  goa ls ,  t rack  KPIs  over  t ime ,  and 
invo lve  managers  f rom the beginning . vii Metr ics  to  t rack  for  employees among 
other  groups in  the company and industry  benchmarks  inc lude viii:  

o  Representat ion  
o  Reten t ion  
o  Recru i tment  
o  Promot ion  
o  Pay  and  Benef i ts  
o  Engagement  
o  Supp l i e r  and  Cus tomer  Exper ience  and  Dive rs i ty  

• Program success can be ascertained by training and tracking improvements in 
some of the above measures, but progress can also be assessed in other ways . 
Improving employee resource or aff inity group membership, partic ipation rates 
in training programs, external awards, and internal and external scorecards to 
measure help create addit ional effectiveness  for DEI programs.  
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DEI Best Practices  
The path  to  es tab l i sh ing  an  e f fec t i ve  DEI  p rogram can p rove  cha l leng ing  to  some 
organ iza t ions .  Many organi za t ions  a sp i re  to  fos ter  a  cu l ture  o f  equi ty  and 
inc lus ion but  successfu l l y  ach iev ing  th i s  goa l  w i l l  requi re  thought fu l  p lanning and 
cont inuous organ izat iona l  commi t ment .  The  fo l lowing  se t  of  best  p rac t ices  wi l l  
he lp  gu ide organi za t ions  i n  advanc ing  the i r  DE I  i n i t i a t i ves  success fu l l y :  

•  Assess your  current  DEI  prof i le  and set  a  goa l  for  improvement ix.  There is no 
one-size-f its-al l  approach when it  comes to fostering a DEI r ich environment,  
so organizations need to assess objectively where they are and where they want 
to be.  Internal assessments can provide a baseline of how the organization is  
currently  performing and employee surveys can help priorit ize which DEI 
elements are most urgent.  

•  Ensure  commitment  from the ent i re  organizat ion x.  The dec i s ion to  imp lement  
DEI  across  the organizat ion may begin f rom execut ive  leadersh ip ,  but 
successfu l  execut ion wi l l  requi re  commitment  f rom the ent i re  organizat ion.  
A  study xi found that  whi le  midd le managers a re imperat ive  to an employee ’s 
sense of  be long ing ,  those managers  end up  hand l ing  the bulk  of  d ivers i ty  and 
inc lus ion  work  and may st rugg le  to  see th at  work  as  part  of  the i r  job 
funct ion.      

•  Make t ra in ing  and educat ion an important  part  of  the process xii.  Work force 
d ivers i ty  t ra in ing  i s  i n  p lace  a t  nea r ly  a l l  For tune 500 compan ies ,  but  

ef fec t i veness  can  depend  on  a  var ie ty  of  facto rs . xiii A  s tudy  f rom revea led  tha t  
emp loyees  found  t ra i n ings  more  ef fec t i ve  when  cu l tu re -bu i ld ing  top ic s  were  

incorpora ted  ra ther  than  jus t  compl i ance  on ly . xiv      

•  Track  program success  through a  meaningfu l  set  of  metr ics .   Organizat ions 
wi l l  need to  cont inuous ly  e va luate  the ef fect iveness  of  imp lemented 
programs.  By measur ing  the ef fect iveness of  DEI  ef forts ,  organizat ions can 
stay  on t rack  and ident i fy  a reas  that  require  improvement .      

•  Seek out  unconsc ious b ias and h idden assumpt ions .  Many organizat ions may 
have c lear  intent ions to  deve lop a  more d iverse  workforce and workp lace ,  
but  f requent ly  hidden b iases can l imi t  the program ’s  success .  Organizat ions 
can ident i fy  key areas  where d ivers i ty  ef forts  have stymied  and unpack  the 
key e lements  in  the process  that  ma y be l im i t ing  the d ivers i ty  in i t ia t ive ’s 
success.  

•  I f  resources are l imited,  stage the rol lout of DEI init iat ives. xv Not a l l  phases of 
a DEI program need to be tackled at  once –  d ifferent areas may be priorit ized 
depending on an organization’s unique need and urgency.  The cr it ical factor is  
in committing to forward progress and being able to measurably identify the 
improvements underway.  
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Case Study:  Marriot International 
Marr io t  In te rna t iona l ,  which  opera tes  and f ranchi ses  hote l s  a round the  wor ld ,  was 
ranked  #1  fo r  d i vers i ty  ac ross  i ndust r ies  on  the  2020 Divers i ty Inc  Top  50 
Compan ies  fo r  Divers i ty  l i s t . xvi  Th i s  rank ing  underscores  the i r  many  ach ievements  
i n  fos ter ing  a  cu l ture  o f  d i ve rs i ty  and  inc lus ion  wh ich i nc lude :   

•  A commitment  to  d ivers i ty :  Marr iot t ’ s  Emerg ing  Leader  Program wh ich  
i ncreases  i t s  d i verse  ta len t  poo l ,  wi th  par t i c ipants  inc lud ing 58% women and  
37% minor i t i e s ,  and  98% promoted  or  se lec ted  for  deve lopmenta l  moves .  

•  Support  for  women-owned bus inesses :  Marr io t t  su rpassed  i t s  goa l  to  spend  
$500 mi l l i on  wi th  women -owned bus inesses  in  2019 ,  wi th  a  new goa l  to  
increase  spend ing  by  $100 mi l l i on  over  th ree  yea rs  wi th  over  50% wi th  
compan ies  in  deve lop i ng  count r i es .  

•  Promote inc lus ion  through t ra in ing :  Marr i ot  l aunched  a  manda tory  “Valu ing  
Our  Wor ld  o f  D i f ferences ”  t r a in ing  for  a l l  as soc ia tes  in  Amer i ca  to  deve lop  
cross -cu l tu ra l  competence .  Tra in ing  emphas i zes  why  inc lus ion  i s  c r i t i ca l ,  
es tab l i shes  foundat iona l  concepts  and  techn iques  t o  bu i ld  and  va lue  cu l tu ra l  
d i f ferences .  

•  Expanded  educat i ona l  resou rces :  “Respec t  for  A l l ”  p la t fo rm prov ides  d ivers i ty  
and  inc lus ion  resources ,  t ra in ing ,  and  bes t  p rac t i ces  tha t  support  commi tment  
to  an  inc lus i ve  cu l tu re  th rough  a  v ideo ser i e s  rega rd ing  unconsc ious  b i as  and  
inc lus ion .  

 

“Be ing  named #1 for  d ivers i ty  at  th is  moment  in  h i s tory fee ls  espec ia l ly  
meaningfu l .   I t  t akes generat ions  of  inc lus ive  le adersh ip ,  deep  commitment  
and  convict ion  to  create  a  cu lture of  be longing  where  a l l  a ssoc iates  a re  
t rea ted  wi th  d ign i ty  and respect .  Th i s  cu l ture  has  a lways  been  the  foundat ion 
for  our  bus iness  of  hosp i ta l i t y .  Even dur ing  these  incred ib ly  cha l leng ing  
t imes ,  our  assoc iates  have intens i f ied the i r  i nsp i rat iona l  e f for ts  to  take  care  
of  the i r  commun i t i es ,  guests  and each other . ”  

 D r .  Dav i d  Rod r i guez ,  M ar r i o t t  I n te rna t i ona l  G l oba l  Ch i e f  HR Of f i c e r  
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N e e ds  
A s s e s s me n t  

•  C u s t o m er  
S a t i s f ac t i o n  

•  L e a d  S c o r i n g  

•  P r o d uc t  
L i f e c y c l e  
M a n a g e m e n t  

•  P r o d uc t  
D e v e l o p m e nt  

•  P r o d uc t  
P o r t f o l i o  
R e v i e w  

•  P a c k a g e  
D e s i gn  

•  P r i c i n g  
S t r a t e g y  

•  P r o d uc t  
M e s s a g e  
T e s t i n g  

•  C h a n n e l  
S t r a t e g y  

•  C u s t o m er  
N e e ds  
A s s e s s me n t  

•  S a l e s  
F o r e c as t i n g  

•  M a r k e t  E n t r y  
S t r a t e g y  

•  M a r k e t  Sh a r e  
I d e n t i f i c a t i o n  

•  C o m p e t i t i v e  
A n a l y s i s  

•  S a l e s  Te r r i t o r y  
M a p p i n g  

•  M a r k e t  
P e n e t r a t i o n  
S t r a t e g y  

•  M a r k e t  
S e g m e n t a t i on  

•  T r e nd  A n a l y s i s  
•  M e r g e r s  a n d  

A c q u i s i t i o n s  
A n a l y s i s  

 

OU R BENE F IT S :  

 


