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Are you struggling with addressing Diversity & Inclusion in your organization due 
to a lack of resources or internal expertise but inherently understand building an 
inclusive work culture is integral to brand value, attracting and retaining top talent, 
driving performance - all which directly impact the bottom line?

Hello,

As consultants in the D&I space, we’ve 
identified a gap that exists for start-
ups in the mid-high growth phase. And 
we understand that addressing D&I 
isn’t always easy. That’s why we’ve 
put together this handbook to help 
you understand the fundamentals of 
D&I - basic definitions, the business 
case for why it’s important to invest in 
D&I, and a high-level road map that 
can help you begin thinking about how 
to address and implement a cohesive 
D&I strategy from the ground up. So let’s dive in.

http://www.highestpath.com
http://www.diversityatworkus.com
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Better Financial Performance
The business case for diversity is clear. McKinsey research shows that 
when companies are more gender and ethnically diverse, they financially 
outperform companies that are less so by 21% and 33% respectively. They 
also found that having gender and ethnic diversity on executive teams and 
in line roles (versus staff roles) specifically, to be consistently positively 
correlated with higher profitability of a company.

Retain Top Talent
Creating a culture of inclusion where everyone feels respected and valued 
creates a better working environment which increases retention rates, 
reduces harassment rates and reduces turnover. In the Kapor Center “Tech 
Leavers Study", they found that employee mistreatment is the main reason 
tech employees voluntarily chose to leave their highly paid jobs. Women 
in tech were two times as likely to quit as men, while Latino and black 
employees were 3.5 times as likely to quit as their white or Asian colleagues. 
1 in 10 women in tech reported experiencing unwanted sexual attention at work.

Speak to Your Customer Base
Most companies have a diverse customer base. In order to build the right 
products and services for them, they must have diverse representation 
internally. Research has shown that the diversity of a company is directly 
related to customer satisfaction and the ability to deliver an improved and 
therefore profitable customer experience. A workforce that reflects the 
market it serves yields an empathetic and first-person understanding of 
customer expectations, of product expectations, and brand experience.

Increase Employee Engagement
Engaged employees are core to the success of any business, especially 
those whose competitiveness relies on their high performing workforce. 
Understanding levels of engagement in a company and measuring it 
over time can inform what types of development or programs are needed 
to increase performance, retention and create a more inclusive culture. 
Engaged employees are 17% more productive than their peers, and 41% 
lower absenteeism among many other benefits.

More Innovation & Better Decision-Making
Research on effective decision-making cultures shows that teams that 
proactively fight groupthink and conformity are more successful over time, 
leading to increased innovation. Research shows that decisions executed 
by diverse teams delivered 60% better results and ‘inclusive’ teams make 
better business decisions up to 87% of the time.

1.

2.

3.

4.

5.

Why invest in
DIVERSITY      INCLUSION

Inclusive
teams make 
BETTER
BUSINESS
DECISIONS
up to 87%
of the time.

http://www.highestpath.com
http://www.diversityatworkus.com
https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity.
https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity.
https://www.kaporcenter.org/tech-leavers/
https://www.kaporcenter.org/tech-leavers/
https://www.gallup.com/workplace/236543/business-benefits-gender-diversity.aspx
https://www.sciencedaily.com/releases/2013/12/131216095544.htm
https://news.gallup.com/reports/199961/7.aspx
https://news.gallup.com/reports/199961/7.aspx
https://hbr.org/2016/11/why-diverse-teams-are-smarter
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Organizational Management and Policies.
Before allocating resources towards diversity recruiting, turn your focus in-ward. Build a baseline/snapshot of employee 
satisfaction and overall engagement through a culture survey or needs assessment on your current D&I practices.
 
The survey should give you the following insights:
• Data about your company’s self-identified demographics (gender, ethnicity, sexual orientation, etc.)
• How well your leadership team understands the benefit of D&I and how they are role-modeling inclusion
• A fresh perspective and understanding of employee engagement and the impact of your current diversity initiatives
• What types of additional resources your employees need ie. employee resource groups, more robust professional 

development, changes to existing HR policies

Hiring, Promotion and Performance Review Processes.
Unconscious bias can sneak into internal policies and processes which can ultimately impact your D&I goals. 
Identifying key areas to audit and debugging for bias can help.

Here are some ideas to get you started:
• Start with auditing where you are sourcing your pool of candidates to ensure you’re looking at non-traditional 

universities and programs when cultivating your pipeline
• Reduce bias in the hiring process
• Reduce bias in performance reviews with tech in general
• Conduct trainings to develop inclusive leadership behaviors starting with C-Suite leadership, 

Senior Management and rolled out throughout the company
• Adopt policies that promote work-life balance (job sharing, flexi-work, generous PTO & little carry over, parental leave etc.)

HR Data and Build a D&I Dashboard.
This should clearly lay out the trends in your company (turnover, absenteeism etc.) according to diversity metrics (gender, 
ethnicity, race etc.). Think about what HR questions your CEO wants answered and consider the best software for your 
dashboard visualizations. Once the dashboard is set up, it should be automated to deliver periodic reports to stakeholders.                 

Road Map
Now that we’ve established some basic definitions as well as looked at the business case for investing in D&I, let’s dive 
into how to develop a comprehensive D&I strategy. To do that, we’ve created a high-level roadmap to help demystify 
the fundamental steps necessary to begin developing an internal roadmap using a holistic, multi-faceted approach while 
leveraging emerging tech platforms that can help your company quickly ramp-up in the D&I space.

1 3 5 7

2 4 6

Audit Organizational 
Management and Policies

Analyze Data and
Build Dashboard

Incorporate D&I
Into Onboarding

Measurement of 
Key D&I Metrics

Review Onboarding 
and HR Processes

Establish Council
and Develop Goals

Update Code of Conduct 
and/or Handbooks

THE D&I

1

2

3 analyze

audit

review

http://www.highestpath.com
http://www.diversityatworkus.com
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/7-practical-ways-to-reduce-bias-in-your-hiring-process.aspx
https://technologyadvice.com/blog/human-resources/handling-promotion-bias-with-performance-management-software/
https://www.shrm.org/hr-today/news/hr-magazine/pages/1011krell.aspx
http://www.highestpath.com/training/inclusive-leadership/
https://www.linkedin.com/pulse/influence-your-ceo-wow-ow-talent-data-dr-john-sullivan/
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Employees with a D&I Approach
Stressing the importance of Diversity & Inclusion in your onboarding efforts 
for new hires can help pave the road to a more inclusive workplace. This 
can be woven-in through training, coaching as well as mentorship which can 
continue well after the onboarding process as well as a peer to peer ‘buddy’ 
system that allows for an informal but impactful induction into company 
culture. ‘Buddies’ should be chosen for their demonstrated inclusive 
behaviors and they should be rewarded accordingly.

Commitments into Your Employee Handbook
This will serve not only to raise the profile of D&I internally and set minimum 
standards for all employees, but it will also send a visible signal to potential 
hires about your company’s value around D&I. Here are some notes from 
Project Include on developing a code of conduct. This would be a good 
exercise for any D&I Council to undertake.

 

Key D&I Metrics
We recognize that this is a challenging prospect and the ‘diversity 
measurement gap’ is driven by uncertainty regarding how/what to measure, 
concerns about legal exposure especially in pay equity, and concerns of how 
demographics can reduce diversity to headcount. While these concerns are 
valid, most can be addressed by ensuring D&I measurements are driven by a 
company’s business objectives and delivering value to the business. A good 
starting point would be to review diversity reports from competitors across 
the sector. Although developing D&I metrics (and people analytics in general) 
is a specialized expertise, it’s important to at least have an overview of best-
practice before delving in deeper. 

Executive Diversity Council and Develop Specific D&I Goals
There are many best practices on setting up a D&I council, and every organization can decide on how to form one based 
on their unique culture. The job of the D&I council is to develop D&I goals and objectives tied into overall company 
strategy and also recommend policies, procedures and programs that can help progress your Diversity agenda.

4

5

6

7

ESTABLISH

ON-BOARD

INCORPORATE

MEASURE

We hope this has been a helpful guide to get you 
thinking about your internal D&I goals, where to 
start, and that you don't have to do it alone.

TIPS FOR TECH & 
SOFTWARE SOLUTIONS: 

Tech offers low-cost, high value 
solutions for delivering D&I 

outcomes and provides easy 
ways to assess, measure and 
even promote more diversity 

and inclusion in the workplace.

Matches employees with 
mentors based on their career 

development & other goals

a.k.a. CultureIQ, this app conducts 
employee engagement surveys

Helps to de-bias your job 
descriptions & attract a more 
diverse pool of candidates

Tracks manager’s digital 
relationship with their team to 
provide actionable leadership 
insights & how inclusive their 
behaviors are with the team.

Pulls HR meta-data from multiple 
sources to let you know if teams in 
your company are not inclusive & 

will predict which teams are 
at high risk of perpetrating 

offensive behaviors.

http://www.highestpath.com
http://www.diversityatworkus.com
http://projectinclude.org/writing_cocs#
https://informationisbeautiful.net/visualizations/diversity-in-tech/
https://www.lever.co/blog/5-steps-to-launch-an-effective-diversity-and-inclusion-council
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Diversity @ Work is a boutique consulting firm that works with 
VC’s and tech companies to build better workplace practices 
that prioritize gender equity, diversity and inclusion. Our mission 
is to improve lives. We do that by changing systems, challenging 
hierarchies, and removing the barriers that keep women, minori-
ties and traditionally excluded groups from entering, advancing 
and succeeding in Silicon Valley. 

We’ve teamed up to bring over 20 years combined experience 
working in corporate and non-profit settings in the areas of peo-
ple development, analytics, leadership development, and gender 
equality to offer high-growth start-ups the resources and support 
in developing their Diversity & Inclusion strategies and programs.

• Cultural Needs Assessment & Audit around Diversity & Inclusion
• Assessment of Relevant Policies & Procedures
• Interviews & Focus Groups to Evaluate Workplace Culture
• Provide Analysis of Relevant Metrics
• Deliver Customized D&I Roadmaps for Your Organization
• Provide Executive Coaching for C-Suite and Leadership Development
• Provide out-of-the box programs around Women’s Leadership 

Development, Inclusive Leadership and Gender Bias
• Custom design programs to fit your company’s needs

For more information or to set-up a complimentary one-hour consultation on your Diversity & Inclusion 
needs, reach us at hello@highestpath.com or keshet@diversityatworkus.com.

LEARN MORE at www.highestpath.com or www.diversityatworkus.com

About
HIGHEST PATH       DIVERSITY AT WORK

Highest Path is a boutique consulting firm specializing 
in developing inclusive leaders and closing the gender 
gap within organizations. We offer strategic consulting, 
executive coaching and programs in the areas of Wom-
en’s Leadership Development, Gender Bias, and Inclusive 
Leadership, taking a holistic approach to the Diversity & 
Inclusion needs of organizations today.

Our
SERVICES

http://www.highestpath.com
http://www.diversityatworkus.com
mailto:hello@highestpath.com
mailto:keshet@diversityatworkus.com
http://www.highestpath.com
http://www.diversityatworkus.com
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