
theme theme description Attribute Attribute description No provision Base provision Medium provision High provision

Shared leadership

We have top level leadership of our 

diversity and inclusion strategy and 

inclusive leadership at all levels that 

supports high business performance.

We have not yet established leadership for 

diversity and inclusion.

Some staff and leaders have responsibility for 

creating an inclusive workplace built into their 

role. Others may voluntarily engage in activities 

that help to create an inclusive workplace e.g. by 

participating in employee networks or diversity and 

inclusion events.

A number of staff and leaders have clear 

responsibility and are held accountable for 

delivering our diversity and inclusion strategy and 

creating an inclusive workplace. Senior leaders are 

champions or sponsors of inclusion and diversity, 

for example. Training and guidance has been 

introduced to help everyone develop the skills they 

need to create an inclusive workplace.

Accountability for delivering our diversity and 

inclusion strategy is held at the top of our 

organisation. All leaders and staff understand & 

clearly demonstrate their role and responsibility 

for building diversity and inclusion into the work 

that they do and the way that they work. This 

responsibility is formally embedded into the 

performance review and reward process.

Improving business performance

We have a strategy for creating a 

diverse and inclusive workplace that 

underpins our core strategy and seeks 

to improve our business performance.

We are not yet clear why and how an inclusive 

workplace is important to this organisation.

We have established why an inclusive workplace is 

important for our organisation and communicated 

this to our staff. We have identified some actions 

that need to be taken to help ensure we build 

inclusion into the way we work and the work we 

do, creating improved opportunities, products and 

services for everyone.

There is a growing awareness in our organisation of 

how diversity and inclusion can improve our 

performance. We have a clear picture of our 

strengths and weaknesses in this area, have clear 

objectives and an action plan for improving our 

performance.

We are successfully delivering our diversity and 

inclusion strategy. Diversity and inclusion is built 

into our core business planning and reporting cycle. 

We have formal systems and processes which check 

our progress in responding to the different needs of 

our staff and customers. We have some examples 

of how building on the strengths of diversity and 

inclusion is helping to improve our business 

performance and regularly communicate internally 

and externally on our progress and achievements.

Policies & resources

We have clear policies in place to 

support our strategy for a diverse and 

inclusive workplace and the necessary 

resources to realise these policies and 

objectives.

We have yet to put a policy in place to support us 

in building inclusion and diversity into our business.

We have an overall policy in place to support our 

commitment to achieving an inclusive workplace 

with improved opportunities for our staff and 

products and services for our customers.

We have a set of policies, standards and guidance, 

which supports our plans in creating an inclusive 

workplace with improved opportunities for our 

staff, products and services for our customers. We 

draw on the expertise we need to help us achieve 

this goal.

The necessary resources are allocated to ensure 

that the diversity and inclusion strategy and 

policies are successfully implemented across all 

departments.

Recruitment

We recruit fairly; attracting and 

appointing the best talent from a 

diverse pool.

We have yet to take action to ensure that we 

recruit in an open and fair way and are successful 

in attracting and recruiting the best talent from a 

diverse pool.

We favour open competition for jobs – internally 

and/or externally – to ensure we recruit the best 

talent from a diverse pool.

We regularly review and check our recruitment and 

selection procedures to ensure that they are free 

from bias, do not contain any unnecessary criteria 

and do not discriminate. We communicate our 

commitment to creating a diverse and inclusive 

workplace and make sure that everyone involved 

with recruitment – including agencies and 

consultants – are aware of our policies on inclusion.

We actively seek out applications from groups that 

are under-represented in the occupations and 

levels for which we are recruiting. Skills and 

experience that support us in creating an inclusive 

culture are sought out in everyone we hire. We 

ensure that everyone involved in the recruitment 

and selection process are able to avoid bias and 

discrimination. We only use agencies and 

consultants that are well-skilled in recruiting the 

best talent from a range of backgrounds.

Development

We ensure that all our employees have 

inclusive leadership capabilities, can 

realise their potential, fully contribute 

to our business success and are fairly 

rewarded within our workplace.

We have yet to take action to ensure that all our 

staff have access to professional training and 

development opportunities and are encouraged to 

reach their full potential in our workplace. We do 

not actively encourage our staff to engage in 

contributing to continuously improving our 

business.

All our staff have access to training and guidance 

to help them understand their role and 

reprsponsibilities in creating a diverse and inclusive 

workplace. All staff also have access to wider 

professional training and development 

opportunities.

We tailor our diversity and inclusion training to the 

needs and role of different functions and teams. 

We ensure that the learning and development we 

provide is accessible to everyone and responds to 

the needs of different groups. We operate a 

transparent system of promotion that is based on 

merit at all levels. We check both our performance 

review and promotion systems to ensure they avoid 

bias and discimination. We are committed to a 

system of equal pay and rewards for work of equal 

value for all our employees.

All our leaders and staff have training and 

development to help develop inclusive leadership 

behaviours and skills. We ensure that everyone 

involved with training, development, promotion 

and succession planning knows how to avoid bias 

and discrimination and is able to respond to the 

diverse needs and aspirations of individual 

employees. We are taking action to remove any 

inequalities in pay between different groups that 

we have identified. We make changes where 

appropriate to ensure that a diverse group of 

people from different backgrounds are encouraged 

to enter, and are represented across, a range of 

occupations, hierarchies and jobs.

Work design

We use innovative and flexible forms of 

working to help meet both individual 

employee needs and business 

requirements.

We have yet to take action to ensure that we are 

effective in meeting the varying and changing 

needs of our employees.

We are open to flexible forms of working. We have the necessary policies, procedures and 

resources in place to ensure that we operate 

flexible forms of work design. We aim to ensure 

that as part of any redundancy or re-

organisationation programme that we retain our 

best talent and no-one is subject to discrimination.

We use different forms of work design to meet 

individual employee and business needs. Working 

flexibly presents no barrier to progressing your 

career in this organisation. Our culture and 

processes for reward and recognition focus on 

delivery and outputs rather than time worked and 

input. During redundancy or re-organisations we 

have systems in place to check and challenge 

decisions to make sure we retain the best talent 

across our business and that no-one is subject to 

discrimination.

Customers

We engage with our customers to 

understand their different needs and 

preferences and work to create high 

quality, accessible products and 

services that satisfy every time.

We have not yet taken action to consider if and 

what the different needs and preferences of our 

customers are and how effective we are in 

responding to these. We have not yet evaluated 

the potential value of a more diverse customer 

base to our business.

We are committed and have a policy which sets out 

how we will ensure that our products and services 

meet the varying needs of different groups of 

customers / service users

We are clear on why a more diverse customer base 

and/or meeting the needs of our diverse customers 

is important to our business. We are taking action 

to ensure that our products/services, including on-

line services and information, are accessible. We 

take account of different groups in the images and 

messages we use in our marketing and 

communications. We provide some training to staff 

where needed to help ensure they can meet the 

varying needs of different customers.

We engage with different groups of customers to 

understand their needs and experience of our 

products / services. We make changes that will 

improve and ensure the accessibility of our 

products / services, including on-line services and 

information. Our staff are trained and have the 

resources needed to meet the needs of different 

customers. We ensure that messages and images 

used in our marketing and communications are 

inclusive of and appealing to our different groups 

of customers.

Suppliers

We ensure we have the best suppliers 

that are able to support us in building 

inclusion into the way we work and the 

work we do.

We have yet to take action in considering how we 

can work with the best suppliers from a diverse 

background and how our suppliers can support us 

in creating an inclusive workplace.

We ensure that we provide clear and open 

information for all potential suppliers on doing 

business with us. We provide constructive feedback 

for unsuccessful bids from suppliers.

We have clearly set out why a diverse supplier base 

and working with suppliers that support our 

commitment to creating an inclusive workplace is 

important to our business. We ensure that we 

provide clear and open information for all potential 

suppliers on doing business with us.

We proactively encourage bids from high quality 

diverse suppliers. All prospective and current 

suppliers are made aware of our commitment to 

creating an inclusive workplace and encouraged to 

support this. The supplier's ability and track record 

in supporting us to create an inclusive workplace is 

an important criteria used to in making the 

decision to appoint them.

Community

We play a positive role in supporting 

the well being of different groups in 

the communities we operate within.

We have not yet considered the appropriate role 

we should play in the communities in which we 

operate.

We have plans in place to support different groups 

in the communities in which we operate.

We undertake some activity to support the well 

being of different groups in the communities we 

operate within. We encourage and support our 

employees to participate in our community 

activities e.g. through volunteering.

We ensure that our community involvement 

activities benefit different groups. We encourage 

and enable our staff, including leaders to 

participate in our community activities. We use this 

experience to help improve staff and leader's skills 

in promoting diversity and inclusion in our business. 

We regularly engage with different community 

groups to help identify the actions that will make 

the most positive impact.

Recruitment

We monitor our success in recruiting a 

highly performing diverse workforce.

We do not yet monitor who applies and who we 

appoint to jobs by different groups.

We monitor the identity groups of the people we 

recruit and use this data to check our progress in 

recruiting a diverse workforce.

We monitor the identity groups of all job 

applicants through each stage and those we finally 

appoint. We use this data to evaluate our progress 

in recruiting a diverse workforce and identify any 

changes needed to improve our approach to 

recruitment. We are achieving some success in 

improving our attraction and recruitment for some 

diverse groups.

We evaluate the impact of our actions to attract 

applications and recruit from under-represented 

groups. We regularly report on our progress and 

make recommendations for priority areas for action 

to our senior decision-makers. We have made 

significant improvements in attracting and 

recruiting a diverse workforce and we are on track 

to much better reflect the people in the 

communities in which we operate and the 

customers we work with.

Development

We track the inclusive leadership 

capabilities in our workforce and check 

to ensure we have diversity in our 

succession pipelines, comparing 

performance, engagement and rewards 

across different groups.

We do not yet monitor and compare how different 

groups within our organisation are developed, 

rewarded and progress.

We monitor the identity groups of all our 

employees and use this to track the diversity 

demongraphics of our workforce in different roles 

and at different levels. 

We regularly monitor the diversity represented 

within our succession plans and compare the take-

up of training and development and the career 

progress achieved by employees from different 

identity groups. We evaluate the impact of the 

actions we have taken to encourage the career 

development of employees from under-represented 

groups. We are making some progress in creating a 

diverse workforce with representation of different 

groups in our talent pipeline and in senior roles.

We have data on the identity groups of at least 

80% of our staff. We are successful in creating an 

inclusive culture where different groups of staff are 

motivated and able to contribute to our 

improvement process. Our succession pipelines 

reflect the diversity in our organisation. We are 

making significant progress in creating diversity in 

our leadership teams including our executive and 

non-executive Board and in removing any 

inequalities in pay and reward across different 

groups of staff.

Work design

We check if our working environment 

and practices meet the diverse needs of 

our employees and our business 

requirements.

We have yet to assess our progress in meeting the 

varying needs of employees and the business 

through flexible and different forms of work 

design.

We monitor the identity groups of all employees 

that leave our organisation. We have anecdotal 

evidence of how different work designs e.g. 

flexible working is being used.

We monitor and compare the identity groups of all 

employees who leave our organisation and keep 

information on their reasons for leaving. We use 

this information to identify actions needed to 

further help retain and nurture talented employees 

from diverse backgrounds. We track the extent to 

which flexible working is benefiting individuals and 

the organisation.

Flexible working is being used effectively to help 

us meet the needs of our staff and the business. 

Flexible working takes place at a range of levels 

and evidence shows it is not a barrier to 

progression. Our exit data shows that we are not 

losing any significant numbers of staff for reasons 

relating to diversity or inclusion. We have a high 

(at least 85%) maternity return rate and success in 

making reasonable adjustments for people with 

disabilities.

Customers

We track our success in creating high 

quality, accessible products and 

services that meet the different needs 

of our customers.

We do not yet evaluate the extent to which our 

products and services meet the varying needs of 

our different groups of customers.

We gather feedback from our customers on their 

satisfaction with our products/services. We use this 

to help make improvements. Feedback is not yet 

analysed by different groups.

We analyse the satisfaction of different groups of 

customers with our products / services. We gather 

information on the different groups of customers 

we serve and consider the opportunities there 

might be to increase our customer user base across 

different groups.

We have taken the necessary steps to ensure that 

our products / services, including on-line services 

and information are accessible to different groups 

of customers. We have gained positive feedback 

from different groups of customers about our 

products / services and have a good reputation for 

meeting the needs of a range of different 

customers. Where appropriate, we have 

successfully expanded our customer base by more 

effectively engaging with and meeting the needs of 

different groups.

Suppliers

We monitor the diversity of our 

suppliers and check their success in 

supporting our inclusion aspirations and 

goals.

We do not yet monitor the diversity of our 

suppliers. We do not yet assess the performance of 

our supplier in supporting us in creating an 

inclusive workplace.

We monitor the diversity of our suppliers. We monitor the diversity of our suppliers and their 

performance in supporting us in creating an 

inclusive workplace. We have made some progress 

in building a diverse supplier base.

We have made significant progress in building a 

diverse supplier base. Our suppliers are performing 

well in supporting us in creating an inclusive 

workplace.

Community

We track our reputation in the 

communities we work with and monitor 

our impact in supporting the well being 

of different groups.

We have yet to track the impact we make amongst 

different groups in the communities we operate 

within.

We regularly evaluate the impact we make on the 

communities in which we operate to ensure that 

we do not make an adverse impact and explore 

opportunities for making a positive difference.

We are making a positive impact in the 

communities we operate in and we are growing a 

positive repuation for our work in this area. Our 

leaders and staff view opportunities to participate 

in our community work as a positive experience 

that can support their personal and professional 

development.

We have made significant progress in making a 

positive impact on different groups in the 

communities in which we operate. We have a good 

reputation amongst a range of community groups. 

Our leaders and staff are actively using their 

experience of working with different community 

groups to improve their inclusive leadership 

capabilities.
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