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Foreword

ISO (the International Organization for Standardization) is a worldwide federation of national standards
bodies (ISO member bodies). The work of preparing International Standards is normally carried out
through ISO technical committees. Each member body interested in a subject for which a technical
committee has been established has the right to be represented on that committee. International
organizations, governmental and non-governmental, in liaison with ISO, also take part in the work.
ISO collaborates closely with the International Electrotechnical Commission (IEC) on all matters of
electrotechnical standardization.

The preecedures—tsed—to—developth ment-and-these—ntendedfor-its—further-maintenance are
described in the ISO/IEC Directives, Part 1. In particular, the different approval criteria needed for the
different types of ISO documents should be noted. This document was drafted in acéordapce with the
editdrial rules of the ISO/IEC Directives, Part 2 (see www.iso.org/directives).

Attention is drawn to the possibility that some of the elements of this document may be the subject of
patent rights. ISO shall not be held responsible for identifying any or all sueh-patent rights. Details of
any patent rights identified during the development of the document willbe in the Introdu¢tion and/or
on tHe ISO list of patent declarations received (see www.iso.org/patents);

Any trade name used in this document is information given for the'éonvenience of users gnd does not
consfitute an endorsement.

For an explanation of the voluntary nature of standards; the meaning of ISO specifi¢ terms and
exprgssions related to conformity assessment, as well ‘as’information about ISO's adhefence to the
World Trade Organization (WTO) principles in the Techinical Barriers to Trade (TBT) see wiww.iso.org/
iso/fpreword.html.

This[document was prepared by Technical Commiittee ISO/TC 260, Human resource managgqment.

Any feedback or questions on this documentshould be directed to the user’s national standpards body. A
complete listing of these bodies can be feund at www.iso.org/members.html.
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ction

Developing an inclusive workplace requires an ongoing commitment to diversity and inclusion (D&I)
to address inequalities in organizational systems, policies, processes and practices, as well as people’s
conscious and unconscious biases and behaviours.

In today’s increasingly interconnected world, recognizing and leveraging D&I can be critical for
organizations seekingtoincrease innovation, and enhance their resilience, sustainability and reputation.
Each organization is different and decision makers need to determine the most appropriate approach
for integrating D&I into their strategy and business processes, based on their organizational context.

To achieve
issues and

organizational practices, whether these are developed by people or associated with technologies.
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hddressing non-inclusive behaviours and cultural norms, and unfair and discrimin

diverse and inclusive organizational culture can enable individuals and teams to t
" best in conditions that enable effective collaboration and participation,Building f
ve, socially responsible organizations can help people, regardless of identity, backgr
hnce, to access work and develop knowledge, skills and abilities critical to their per

bnt is relevant to the following United Nations Sustainable Development Goals: (5) G4

Decent Work and Economic Growth; (9) Industry, Innovatign and Infrastructure; and
quality, and is guided by the principles of human rights 4&¢ work.[11] Additionally, it is li
B.

ent supports organizations to embed D&I in thejfavorkplaces (see Figure 1) by prov
d methods on:

isites for demonstrating ongoing commitment to D&I;
abilities and responsibilities for D&I;
hes to valuing diversity and fostering development of an inclusive workplace; and

ing D&I objectives, opporturities and risks, actions, measures, outcomes and impacts.
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Figure 1 — Organizational diversity and inclusion

This|document applies to the human resource management life cycle, delivery of products gnd services,
supply chain relationships, and:relationships with external stakeholders to ensure equility, fairness
and equality. It encourages organizations to use a continual improvement plan, do, checkl and review
apprpach. It is intended to_help organizations achieve D&I objectives, evaluate the impadt on people,
comimunities and society,'and meet sustainable development goals. It can also support independent and
extefnal validation of-organizational approaches to embedding D&I in the workplace. To facilitate the
use df this documentby organizations, a checklist of the document’s D&I actions is included in Annex A.
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Human resource management — Diversity and inclusion

1

Scope

This document provides guidance on D&I for organizations, including their governance body, leaders,
workforce and recognized representatives, and other stakeholders. It is intended to be scalable to the
needs of all types of organizations in different sectors, whether in public, private, government or non-

govefnmental organizations (NGO), regardless of size, type, activity, industry or sector, growth phase,
external influences and country-specific requirements.

This| document presents fundamental prerequisites for D&I, associated accoOuntabilities and
resppnsibilities, recommended actions, suggested measures and potential eutcomes. If recognizes
that pach organization is different and that decision makers need to determine the mostjappropriate
apprpach to embedding D&I in their organization, based on the organization’s contgxt and any
disryptive challenges that emerge.

This|document does not address the specific aspects of relations with labour unions or waork councils,
or country-specific compliance, legal requirements or litigation,

2 Normative references

The following documents are referred to in the text(inn such a way that some or all of their content
constitutes requirements of this document. For dated references, only the edition cited |applies. For
unddted references, the latest edition of the referénced document (including any amendments) applies.
ISO 30400, Human resource management —J¥ocabulary

3 Terms and definitions

For the purposes of this document; the terms and definitions given in ISO 30400 and the follpwing apply.
ISO dnd IEC maintain terminological databases for use in standardization at the following gddresses:
— SO Online browsing-platform: available at https://www.iso.org/obp

— IEC Electropedia: available at http://www.electropedia.org/

31

accepsibility

extept to which workplace environments, systems, and organizational products and services are
accei‘sible and can be used by the broadest range of people

3.2

accommodate

adapt to or adjust to

Note 1 to entry: The aim of accommodating specific needs is to enable people with differing abilities to gain
access to work and contribute to the organization.

Note 2 to entry: Adjustments can vary according to differing abilities, specific individual needs and circumstances.
For example, having organizational policies that cover making adjustments to premises, working hours, job
responsibilities and equipment, and providing accessible information and assistive technologies, as well as time
for treatment and rehabilitation, when applicable.

© IS0 2021 - All rights reserved
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accountability
obligation of a person or organization to account for their activities or accept responsibility for those

activities

Note 1 to entry: The activities can, for example, include the completion of a deliverable or task, and accepting
responsibility can involve disclosing the results of the activities in a transparent manner.

[SOURCE: ISO/TS 21089:2018, 3.3.1, modified — Variable characteristics of the concept moved to Note

1 to entry.]

3.4

adverse im
outcome th{

3.5
bias
tendency;, in|

Note 1 to ent
[SOURCE: I

3.6
decent wor
work perfor

[SOURCE: IS

3.7
diversity
characterisf

Note 1 to ent]
interacting a

Note 2 to en

pact
t is disadvantageous and potentially discriminatory for individuals and groups of:peo

clination or opinion that is preconceived or unreasoned that hinders impartial judgem
Fy: Bias can be unconscious, conscious or systematic.

0 30400:2016, 9.2, modified]

<
med in conditions of freedom, equity, security and human dignity

0 26000:2010, 6.4.1.1, Box 8, modified]

ics of differences and similarities between people

ry: Diversity includes factors that inflience the identities and perspectives that people bring
work.

fry: Diversity can support the.development of workplace environments and practices that f

learning fro

Note 3 to
workforce, fd
ethnic or natf
are often ide
jurisdictions

[SOURCE: IS
3.8

)

others to gain diverse perspéctives on inclusiveness (3.12).
try: Diversity dimengions include the demographic and other personal characteristics

r example age, disabiljty, sex, sexual orientation, gender, gender identity, race, colour, natior
ional origin, religien'or belief, as well as characteristics related to socio-economic context. ]

0 30400:2016, 9.1, modified —Note 2 to entry modified and Note 3 to entry added.]

ble

ent

when

oster

f the
ality,
[hese

htified and agréed upon dimensions, which can be associated with legal requirements in different

employee r

SOlrce group
(=] LY

ERG
people with

shared demographic and other diversity (3.7) dimensions, and their allies

Note 1 to entry: An ERG generally consists of people who join together in a network to share experiences and
beliefs, and to promote diversity and inclusion (3.12) in the workplace.

Note 2 to entry: ERGs can contribute to an organization’s approach to D&I, and promote, lead and provide support

for D&I objec

tives.

Note 3 to entry: Organizations can support the role and contribution of an ERG by allocating a budget and

identifying a

leadership team sponsor.
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3.9
equality
state of being equal, especially in status, rights, opportunities or outcomes

3.10
equity
principle that policies, processes and practices should be fairly applied and individual needs recognized

3.11
fairness
principle that everyone should be subject to procedures that are equitable and, as far as possible, free

3 Loi L2
from SY stenratteoras ==

3.12
inclysion

inclysiveness

practice of including all stakeholders in organizational contexts

Note [l to entry: Inclusion can involve stakeholders from different groups being accepted, welcomed, and enabled
to haye a voice (3.19) and develop a sense of belonging.

Note 2 to entry: Inclusion can also involve offering opportunities to peoplé on the basis of their knowledge, skills
and apilities, as well as providing access to resources that enable theirparticipation.

[SOURCE: ISO 30400:2016, 9.5, modified —Note 1 to entry revised and Note 2 to entry add¢d.]

3.13
inclysive culture
valugs, beliefs and practices that influence the conduct and behaviour of people and orgahizations by
including and valuing the perspectives and contributions of the broadest range of stakeholdlers

3.14
inclysive behaviour
conduct that promotes inclusion (3.12)

Note |l to entry: Organizations can enable conditions that encourage inclusive behaviour.

Note P to entry: Individuals within-an organization demonstrate inclusive behaviour when they engble everyone
to haye a voice (3.19) and accept-and value the perspectives and contributions of every stakeholder.

3.15
intersectionality
combination of oneé-or more diversity (3.7) dimensions and other personal characteristics that are part
of a person’s identity

Note [l to entry: These diversity dimensions and personal characteristics intersect, such that each idlinked to the
other} and.influence a person’s life and work experiences.

3.16
onboarding

process of welcoming people into the organization, its culture, expectations, policies, people and
their roles

Note 1 to entry: The approach to onboarding can depend on the type and size of the organization, complexity of
the job, and the knowledge, skills and abilities of the person.

Note 2 to entry: Onboarding can help people adjust or acclimatize to a new work environment, role and
responsibility, and also help the workforce and the organization to adjust to its new members.

© IS0 2021 - All rights reserved 3
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3.17
organizational governance
system by which an organization makes and implements decisions in pursuit of its objectives

[SOURCE: ISO 26000:2010, 2.13]

3.18
outreach
activities undertaken by an organization to engage with a broader group of stakeholders

3.19
voice

way people pommunicate their views and influence matters that affect them

Note 1 to entry: Voice can include workforce views on employment and organizational issues, whi¢h can e

participation|and involvement of people in influencing organizational decision-making.

Note 2 to entry: Voice can be evident through formal and informal mechanisms, including éngagement sut

nable

veys,

employee respurce groups (3.8), and consultations and negotiations that involve workfarce representaftives,

labour union or work councils where they exist.

Note 3 to entry: Voice can include communications from customers, people in the supply chain and other extlernal

stakeholders| expressing expectations and concerns.

4

Collectively| the following prerequisites are fundamental .0 implementing the guidance in
document, demonstrating commitment to D&I and developihg an inclusive organization:

5

Fundamental D&I prerequisites

Recognlizing diversity: valuing all people intrinsi¢ally, individually and as groups, appreci
how different diversity dimensions intersect,-and acknowledging that demographic and
persongdl characteristics can possibly be protected by law and regulation.

Governjing effectively: exemplifying afid\promoting leadership commitment to D&I throug
use of inclusive organizational governance systems, policies, processes, practices and operatid

Acting pccountably: acting in afi ethical and socially responsible manner, promoting produ
employment and decent work for/all.

Working inclusively: enabling and developing an accessible and respectful workplace environ
that fosfers inclusion and’a sense of belonging.

Commuynicating in€lusively: recognizing and responding to the needs of people who ad
understand and4élate to communications in different ways.

Advocating and championing D&I: actively influencing and promoting inclusive organizat]
practic¢stand stakeholder relationships.

this

pating
pther

h the
ns.

ctive
ment

cess,

jonal

Accountabilities and responsibilities

5.1 General

The organization’s governing body and senior leadership are accountable for developing D&I principles
and objectives, which should be delivered through a D&I framework. The principles and objectives
should be aligned with Clause 4 prerequisites, and integrated into the organization’s policies, processes
and practices, for human resource management, products and services, and supply chain and external
stakeholder relationships. They are also accountable for ensuring that resources, time, support and
adequate funding is available for D&I initiatives and activities.

© ISO 2021 - All rights reserved
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D&I responsibility should be delegated to people with expertise and understanding of D&I. People
who have delegated responsibilities for D&I, people management and stakeholder relationships
are accountable for planning, implementing and monitoring policies, processes and practices, and
reviewing their effectiveness in achieving D&I objectives.

Everyone in the organization has a role and responsibility in the realization of D&I principles, and in
establishing and maintaining an inclusive culture at work. When people work inclusively, ideas and
contributions of all stakeholders are welcomed and respected, which can result in a competitive
advantage for the organization.

5.2 _Organizational governance

To ensure that the organization’s D&I principles and objectives are aligned with its(Visi
valugs and strategy, its governing body should have accountability for:

5.3

The
and 1

q

f
q
\

q
1

demonstrating their commitment by role modelling inclusive behaviour, setting

irecting senior leaders to establish D&I principles and objectives, and alloeation of |
chieve them;

emonstrating commitment to D&I and role modelling behaviours(that are consiste
rinciples, shared values and beliefs;

hallenging and addressing behaviour that is inconsistent with”"D&I principles and e
eople who challenge inappropriate behaviour, and those who are affected by it, are pf
upported; and

olding senior leaders to account when evaluating the-organization’s D&I opportuniti
nd reviewing performance and progress in achieving D&I objectives and the imp
utcomes.

Organizational leadership

brganization’s leaders should be active advocates and champions of D&I and have ac
esponsibility for:

bstablishing D&I principles afd objectives and a supporting framework to realize thes¢

acilitatinganinclusive afgahizational culture by establishing D&I expectations and acco
ommunicating theseto-all stakeholders, and fostering inclusive relationships and sH
vith them;

bxpectationsfor the workforce, challenging and addressing inappropriate beh
ecognizingand rewarding D&I inclusive practices and behaviours;

:

esighiating responsibility for achieving D&I objectives to those who lead functional
rganization;

on, mission,

fesources to

nt with D&I

1suring that
otected and

bs and risks,
act of their

countability

h«
)

untabilities,
ared values

behavioural
aviour, and

areas in the

areas align with its D&I principles and objectives;

ensuring that the organization’s systems, policies, processes and practices across all functional

allocating resources to achieve D&I objectives, for example sponsoring initiatives, ERGs and

steering committees, including allocation of time and support for participating and contributing to
the achievement of D&I objectives;

broadest range of stakeholders; and

reviewing the outcome and impact of their products and services on market segments and the

ensuring that the organization’s annual report includes a clear narrative description of its D&I

opportunities and risks, and progress on achieving D&I objectives, supported by robust evidence
and demographic data of its workforce (see ISO 30414 for guidance on human capital reporting).
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5.4 Organizational delegated responsibilities for D&I

People who are accountable for managing functional areas of the organization should have delegated
responsibility for:

5.5

ensuring that D&I principles are embedded in functional systems, policies, processes and practices;

sharing D&I knowledge, skills and expertise, and providing advocacy and guidance on policies,
processes and practices that promote a diverse and inclusive organizational culture;

demons

trating and role modelling inclusive behaviours;

deployihg resources to respond to opportunities, risks, constraints and challenges in ord
achieve|D&I objectives;

fostering an inclusive and diverse workplace by enabling access and adjustments; to inci
participation of demographically under-represented groups;

er to

ease

ensuring policies, processes, practices and decisions about people, as they move into, througlh and

out of the organization, are evidence-based and supported by checks and balances to mitigat

effects

promot
manage

facilitat
and wit

enablin
policies

ensurinig that stakeholder feedback is considered when monitoring the implementation of pol

process

promot
the sup]

identify
identifyj]

evaluat
workpls

stakehdlders; and

reviewi
assessn|
organiz

f bias, including any in existing and emerging technologies;

ng the organization’s D&I principles and objectives through all stages of the human resc
ment life cycle;

ing open channels of communication so that diverse pérspectives are received with re
hout prejudice;

processes and practices are fairly applied for-all stakeholders, including whistle-blow

es and practices to identify D&I impacts; outcomes, challenges, constraints and trends

ng the organization’s D&I principlées and objectives through contracting arrangements
bly chain, relationships with customers and communities, and other external stakehol

ing and analysing diversity)data to measure impacts;
ing the criteria and asSociated measures for D&I that are material to the organization

ng the impact 6f,policies, processes and practices on the development of an incl
Ice, including-the movement of people into, through and out of the organization, and

ng and-reporting the status and progress against identified D&I objectives, includin
lent; of Tisk and opportunities, and any recommendations for change and inclusion i
ptien’s annual report.

e the

urce

spect

b a safe environment for D&I issues, concerns and complaints to be raised, and ensuring

ers;

ficies,

with
lers;

1sive
bther

o the
h the

Indiv

idual responsibilities

Everyone has responsibility for:

treating colleagues, customers, suppliers and other stakeholders with respect and fairness;

meeting expectations of the organization’s D&I principles and objectives;

behaving inclusively, actively fostering inclusion, trust and a sense of belonging; and

voicing

concerns and challenging inappropriate behaviour.
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D&I framework

6.1 General

A D&I framework is a supporting structure of interrelated components, which organizations can employ
to contextualize, manage and promote inclusion strategically and cross-functionally. An illustration of
organizational D&I (Figure 1), which is used to structure this document, presents a D&I framework as
a central component, emphasizing its coordinating function in the context of a plan, do, check, review
approach. The D&I prerequisites in Clause 4 are fundamental to the development of an organization’s
D&I framework, which recognizes its organizational context and the need for alignment with its vision,

mission.-values obiectives and svstems
7 7 T 4

An ofganization’s D&I framework can incorporate and articulate:

Using a framework structure can be an effective way to leverage D&I benefits and ¢
orgahizational social responsibility. Designating a leader with accountability for e
mairftenance, continual improvement and relevance of the D&I framework is essential to p
inclujsive organizational culture. For guidance on sustainable employability, see ISO/TR 301

6.2

To adhieve D&I objectives pertaining to the D&I framework, organizations should:

D&I principles and objectives;
dccountabilities and responsibilities;

P&I actions related to, for example, its HR management life cyclé, supply chain, p
gervices, and relationships with external stakeholders;

yalid and reliable quantitative and qualitative measures;

D&I opportunities and risks, including those related t@ the use of technologies ang
gystems; and

potential D&I outcomes and impacts on different stakeholders.

D

Actions

designate responsibility for ensuring that the framework is relevant, developed and m
¢stablish the ratiehale for D&I;

eénsure organizational leaders articulate their commitment to sponsoring, developing an
an inclusivéprganization;

integrate'D&I principles and objectives into organizational policies, processes and pra

identify D&l measures which are material to the organization and utilize aggregated an

Foducts and

automated

lemonstrate
hsuring the
romoting an
106.

hintained;

d sustaining

tices;

1 segmented

WOrKIorce and other stakeholder data To aSSess progress;

inform members of the workforce about the D&I objectives and opportunities to contribute to them;

align departmental, group, team and individual objectives to D&I objectives;

identify, monitor and address D&I risks, challenges and constraints, and optimize D&I opportunities;

review plans, systems, technologies, policies, processes and practices to ensure that t

hey are fair,

equitable and do not adversely impact people, including those related to the use of technologies and

automated systems;

collect data on workforce and other stakeholder perceptions about the organization’s commitment

to D&I, such as from focus groups, surveys, interviews and external reviews;
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review D&I outcomes and impacts related to the procurement and delivery of goods and services
and interactions with external stakeholders;

regularly review D&I objectives to ensure alignment with the organization's vision, mission and
strategy as well as its organizational context; and

periodically report on progress in achieving the organization's D&I objectives, such as in an annual
report. For guidance on human capital reporting, see [SO 30414.

6.3 Measures

Examples of
diversity di

6.4 Outcomes

The following are examples of potential outcemes of an effective D&I framework:

nted

ension, include:

changeq in identified D&I opportunities and risk ratings;

effectiveness of the activities in achieving D&I objectives against baseline data, respurce alloc3tion,
and identified challenges and constraints;

effectiveness of organizational involvement with all stakeholders in relation to D&I;

impact pf leadership commitment to D&I on workforce and other stakeholder awareness of D&I
objectivies and activities;

accessibility of information and effectiveness of communication methods and mediums;
trends identified from solicited and unsolicited feedback on D&I objectives and activities;
the pergentage of the workforce that state they feel valued by the organization; and

the number of reported D&I incidents, such as comiplaints and grievances.

organizptional governing body and leaders demonstrate commitment to D&I, and accountabilities
and responsibilities are clearlydefined;

strategic opportunities andrisks are identified; implementation priorities are articulated, actioned
and monitored;

individyal, departmentand group D&I objectives support the organization’s vision, mission, values
and strategy;

organizptional-'leaders, the workforce and other stakeholders are aware of organizatjonal
expectajtions, participate in implementing D&I activities and support the achievement off D&I
objectives;

policies and practices are fair and equitable, consistently applied and consider the respective needs
of the broadest range of people and stakeholders;

the composition of the workforce at all levels is comparable with demographic profiles in relevant
industry sectors, regions and national populations, and is representative of the communities in
which the organization operates and serves;

D&I practices within the supply chain are positively influenced;
all members of the workforce recognize and contribute to the achievement of D&I objectives;

evidence of progress in achieving D&I objectives is communicated to the workforce and other
stakeholders on a recurring basis, such as in an annual report; and

© ISO 2021 - All rights reserved


https://standardsiso.com/api/?name=458c0fc90056db8cb5078da2fc9ea6f5

ISO 30415:2021(E)

— the D&I strategy is successfully implemented and results in positive outcomes for the organization,

7

its workforce, customers, supply chain partners and other stakeholders.

Inclusive culture

7.1 General

Inclusive organizational culture is determined by the vision, mission, and strategy set by governance
and leadership, and is predominantly influenced by leaders and their approach to developing a
diverse and inclusive organization. It is also influenced by D&I principles, values, beliefs, behaviours
and ¢xpression of the lived experience of the people working for, or on behalf of, the orga
inclusive organization enables fair and equitable access to jobs, careers, learning ahd ¢

oppoa

rtunities, and, through its relations with its workforce and other stakeholders, fostel

connectedness and mutual respect. It is also reinforced through the organizatien’s D&I

polic

7.2

To aq
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ies, processes and practices. For guidance on human governance, see ISO 30408.

Actions
hieve an inclusive culture, organizations should:

prioritize and promote D&I principles and objectives thfough communications,

stakeholders;
eénsure ethical and regulatory considerations are applied to collecting, interpreting ang

¢ncourage people to disclose their demographie:data by explaining the data will be use
gystems, policies, processes and practices, did’identify and address disparities, and tha
fegulatory considerations are applied to/ts collection, interpretation and use;

provide mechanisms for people to yoice their opinions, and make suggestions for c}
P&I in the organization, for example in focus groups, surveys, suggestions scheme
gtakeholder feedback methods that foster dialogue and debate;

¢ommunicate behavioural ‘expectations that promote the importance of inclusive
hehaviour;

provide mechanismisto identify, examine and resolve workplace conflict and ensure th
dppropriately to address individual concerns, for example interpersonal interactions an
bullying, harassment and microaggression, and any form of retaliation;

jeek feedback on the culture at work from individuals, ERGs, focus groups, committg
groups;workforce representatives, work councils and labour union representatives, whel

nization. An
levelopment
's a sense of
framework,

engagement

dnd outreach activities, HR life cycle policies, processes{and practices, and relationships with all

| using data;

1 to improve
t ethical and

hange about
s and other

respectful

bse are used
d outcomes,

es and task
‘e they exist;

ing absence,

¢ollect data by diversity dimension on workforce health, safety and well-being, includ

vU U U UV U U U UIC Y C Ul U dUVC L

collect data by diversity dimension relating to workplace conflict, such as incidents, disputes,
discipline and grievances, complaints of bullying, harassment and microaggression, forms of
retaliation as well as resolution outcomes to identify trends and adverse impacts;

use internal and external, solicited and unsolicited feedback to gain insight into the organization’s
reputation as an inclusive organization; and

report on the development of an inclusive organizational culture, workforce composition, D&I
opportunities and risks, and action plans.
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7.3 Measures

Examples of measures that can be material to the organization, analysed by aggregate and segmented
diversity dimension, include:

7.4 Outcomes

The following are examples of potential outéomes of an inclusive culture:

10

the effectiveness of D&I communications to determine which methods, formats and channels have
the most impact and provide insightful feedback;

the effectiveness of outreach activities with all stakeholders to ascertain the organization's
awareness of its D&I principles and objectives;

the percentage of the workforce that disclose their personal demographic data;

changeq in the composition of the organization’s governance body and workforce;
the per¢entage of the workforce that state that they feel valued by the organization;

data or] workforce health, safety and well-being, including absence, workfer¢é turnover| and
retentign to identify trends and adverse impacts;

datarelpting to workplace conflict, such asincidents, disputes, discipline and grievances, complpints
of bully|ng, harassment and microaggression, forms of retaliation, as well as resolution outconies to
identifytrends and adverse impacts;

data related to disproportionate and adverse impacts arising” from the implementatiqn of
organizptional policies, processes and practices;

trends in solicited and unsolicited feedback to ascertain thé organization’s standing as an inclpsive
organizption and any D&I impacts; and

changeg in the number and levels of D&I risks identified.

the orggnization’s D&I principles arid'strategic objectives support the organization’s vision, migsion,
and val]:es, resulting in positive-and measurable outcomes for people and the organization;

leadership commitment to D&l is demonstrated in behaviours that foster trust and challengg bias
and dis¢rimination;

opportynities are made‘available to all members of the workforce to achieve their full potential;

collabofation and knowledge sharing are valued as norms;

people jlave avoice, dialogue is encouraged and diverse perspectives are respected and welcomed;

interse ‘L'iuualit_y of diver sity dimensionsist cu.ug,uibcd,

people feel welcomed, have a sense of belonging, contribute and participate;
improved organizational engagement is reflected in the way people value and respect each other;
problem-solving and decision-making, creativity and innovation are improved;

a safer work environment is realized, and incidences of complaints, grievances and risks are
identified and addressed;

the organization has a positive reputation as an inclusive employer and preferred place to work; and

service provision is improved and relationships with external stakeholders are enhanced.
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8 Human resource management life cycle

8.1 General

The human resource management life cycle is a concept that describes the main stages of an
individual's engagement with an organization from the point of joining to leaving. It also describes the
organizational responsibilities for people management at each main stage. There are D&I imperatives
and implications in the human resource management life cycle, which require a continual improvement
approach of planning, doing, checking and reviewing the outcomes and impacts of policies, processes
and practices related to all stages of the cycle.

To foster D&I, a principled and strategic approach to human resource management should be founded
on trjust, fairness, respect and transparency. It should recognize digital transformation, deyelopment of
algotithms and automation in HR systems, and the potential for bias.

This|document identifies the following components of the main life cycle stages:
— orkforce planning
— ffemuneration

— recruitment

— onboarding

— learning and development
— performance management
— guccession planning

— orkforce mobility

— (¢essation of employment
8.2 | Workforce planning

8.2.1 General

Every organization should have a workforce plan that identifies current and futur¢ workforce
supply and demand;-and makes its workforce knowledge, skill and ability requirements explicit.
Wheh organizations undertake workforce planning, demographic data are internally anfl externally
sourfed, measuked and analysed. Role requirements are essential considerations that also[support the
identificationnof D&I opportunities and risks. For guidance on workforce planning, see IS() 30409 and
ISO/TS 30410.

8.2. Actions
To achieve D&I objectives pertaining to workforce planning, organizations should:
— develop a workforce plan that incorporates D&I principles and objectives;

— identify D&I implications of organizational workforce planning strategies, including D&lI
opportunities and risks;

— ensure the organization’s workforce plan identifies job families and roles, knowledge, skills and
abilities, required now and in the future, together with identified workforce diversity dimensions;

— collect workforce composition data for comparison with demographic profiles in industries, sectors,
regions and national populations;
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— compare their workforce demographic profile with external workforce supply and demand data to
identify demographic under-representation, D&I opportunities and risks;

— identify inclusion opportunities in the workforce plan, for example progression of people from
demographically under-represented groups, flexibility and accessibility considerations, and the
distribution of skills and roles; and

— review the outcomes and impacts of workforce planning strategies and activities on becoming a
more inclusive organization.

8.2.3 Measures

Examples oi‘measures that can be material to the organization, analysed by aggregate and segménted
diversity dimnension, include:

— data on available workforce supply and demand compared to role requirements and| D&I
opportynities and risks, including demographic over and under-representation;

— the nunpber of job and progression opportunities identified against the number of placements of
people from demographically under-represented groups within specified-périods covered by the
workforce plan;

— trends in adverse and disproportionate impacts; and

— the effe¢ctiveness of strategies and actions on achieving D&l objectives and in addrepsing
opportunities and risks identified in the workforce plan.

8.2.4 Outromes

The following are potential D&I outcomes for workforce'planning:

— D&I objgctives are articulated in the workforceplan;

— organizptional D&I opportunities and risks'are identified, addressed and monitored;

— gaps in| knowledge, skills and ahilities and demographic over- and under-representation are
addresded; and

— the orggdnization is able to asgéess the outcomes of workforce planning in achieving its aim to befome
a more Inclusive organization.

8.3 Remuneration

8.3.1 General

Remuneratiprincludes pay and benefits people receive, based on their job roles, in exchange for ftheir

time, effortlafid—eontributions—+to—the—organization—Pay—eaninchde—afixedamotnt—such-as—wages
and salary, for doing work over an agreed period of time, plus variable payments such as overtime,
performance-related pay, incentives, bonuses and commissions. Pay-setting can be subject to
negotiation and collective participation and bargaining arrangements, where they exist. Benefits are
non-monetary provisions provided by organizations, such as paid leave, time off for volunteering,
retirement benefits, healthcare, flexible work time and childcare vouchers, which have financial value
and cost implications. Organizations striving to foster an inclusive workplace should recognize and
address pay anomalies and disparities, and implement remuneration policies, processes and practices
fairly, equitably and transparently.
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8.3.2 Actions

To achieve D&I objectives pertaining to remuneration, organizations should:

8.3.3 Measures

incorporate D&I principles and objectives in policies, processes and practices that recognize the

value of inclusive workforce participation and collective bargaining where it exists;

evaluate and benchmark the relative worth and market value of job roles to ensure an equal pay for

equal value approach;

make pay and benefits decisions in a fair, inclusive, equitable and transparent manner;

align benefits with D&I principles and objectives to foster an inclusive workplace;

¢ollect data on the outcomes of remuneration policies, processes and practices to ide
gdnd other diversity-related anomalies and differentials, in and across~job families
locations and pay structure, for example bands, grades and scales;

¢ollect data on the levels of satisfaction or dissatisfaction with pay‘@nd benefit process

¢hange; and

diversity-related anomalies and differentials in pay.

¢ommunicate information about pay and benefits in an accessible, inclusive and trahsparent manner;

htify gender
geographic

b'S;

¢ollect data on pay-decision outcomes, for example, evaluation ratings and percentage of pay

fegularly review and report the outcomes of pay pelicies, processes and practicey to identify

Examples of measures that can be material to.the€ organization, analysed by aggregate and segmented

diveysity dimension, include:

8.3.

The follewing are potential D&I outcomes of remuneration:

ata on pay and benefits provided o the workforce to identify anomalies and differe

htials in pay

nd benefits, in and across job famijlies, geographic locations and pay structure, for example bands,

rades and scales;

eported levels of satisfaction or dissatisfaction about the fairness of the organizati
enefits policies, processes and practices;

eported levels of‘satisfaction or dissatisfaction about the fairness of the organizati
enefits outcomes;and

umber and:type of complaints and disputes related to pay and benefits.

Outcomes

n’s pay and

n’s pay and

related policies, processes and practices are fair, inclusive, equitable and transparent;

people are paid based on equal pay for work of equal value;

identified diversity dimension-related pay anomalies and disparities are addressed; and

the organization is recognized by stakeholders as an inclusive employer, and for its fair and equitable

remuneration policies, processes and practices.

© IS0 2021 - All rights reserved
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8.4 Recruitment

8.4.1 General

Recruitment can involve a process of attracting, sourcing, assessing, selecting and employing people
with knowledge, skills and abilities required by the organization to meet its workforce planning
objectives and remuneration budget. An inclusive organization should use diverse and accessible
recruitment channels and outreach activities to broaden its pool of candidates and provide a positive
recruitment experience. To meet D&I objectives, various forms of employment opportunities should
be offered, such as full- tlme part- tlme flexible work arrangements temporary assignments,

apprentices
diverse nee(
for demogr}

of non-work

selection sy
and machin|
delivery, seq

8.4.2 Acti
To achieve I}
— ensure

— develop
HR sys{
unconsg(

— useoutr

the bro

— use pos
and adv

— specify
organiz,

— identifyj

hips g
ls and address socio-economic dlsparltles organlzatlons should also provide opportu
iphically under-represented groups and people seeking to return to work after |pe

btems to use, organizations should be aware of the potential for bias, includingin‘algori
e learning programmes in automated HR systems. For guidance on assessment se
the ISO 10667 series; for guidance on recruitment, see ISO 30405.

ons
&I objectives pertaining to recruitment, organizations should:

recruitment strategies and activities align with its workforce plan and D&I principles;

nities
riods
ing or who need additional flexibility. When deciding which screening, asséssment and

thms
rvice

and use transparent, fair and non-discriminatory ptractices and tools, such as automated
em algorithms, in recruitment processes, recognizing the potential for consciouy and

ious bias in people and automated systems;

each activities and diverse and accessible reeruitment channels to encourage interest
idest pool of people in the communities in which the organization operates and serves

itive images of people from diverse backgrounds and inclusive language in job prom
ertising communications;

their D&I principles and \ebjectives in contractual relationships with recruit
htions and other suppliers;

inclusion opportunities in recruitment strategies and activities, such as progressi

people from demographically under-represented groups, flexibility and accessibility considera

and the

— design j
specific

— ensure
inclusiv]

distribution of.skills and roles;

from

btion

ment

bn of
kions

obs to include consideration of flexibility, accessibility or adjustments that accommgdate

individualyneeds;

obdescriptions state the work to be performed and the knowledge, skills, abilitieg and

ebehaviours required, or that need to be developed or updated;

— recruit, welcome and be receptive of a diverse pool of people with relevant knowledge, skills and
abilities and with different characteristics and identities from various cultural backgrounds;

— provide opportunities for candidates to demonstrate the knowledge, skills and abilities they have
and their potential to meet job requirements using valid, reliable and fair selection and assessment
methods, which include adjustments that accommodate specific individual needs;

— collect data on each stage of the recruitment process, including outreach and outsourced activities,
to identify which sources and channels provide the broadest pool of people to fill positions;

— collectdataonthe numbers and diversity of people progressing through each stage of the recruitment

process,
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to identify progress made against the objectives;
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— collect data to identify opportunities and risks at each stage of the recruitment process to identify
bias or discrimination; and

— review the outcomes and impacts of recruitment strategies and activities on becoming a more
inclusive organization.

8.4.3 Measures

Examples of measures that can be material to the organization, analysed by aggregate and segmented
diversity dimension, include:

m outreach

ctivities;

he number of people progressing through each stage of the recruitment. procegs, including
utsourced activities;

— the number and type of adjustments requested and accommodated;
— the number of complaints, incidents and allegations relating to biassor-discrimination;

— the number of offers made compared with the number of agceptances and reasdns for non-
dcceptance; and

— the effectiveness of recruitment strategies, sources, channels, methods and activities| at different
periods, including workforce turnover and retention¢data.

8.4.4 Outcomes
The following are potential D&I outcomes of recréitment:
— oObjectives and workforce planning priotities are met;

— the organization recruits and employs people from the communities in which it operate$ and serves,
including those from demographieally under-represented groups;

— 1isks of bias and discrimination in all stages of recruitment, and including the use of automated HR
gystems, are identified and addressed; and

— people recognize the-organization as a fair and inclusive workplace where everyone is yalued.
8.5 | Onboarding

8.5.1 General

Onbqarding can involve a process of welcoming people recruited into the organization and its culture.

inue i i ifi he drganization,
and includes planned review phases. The purpose is to help people become successful in their roles
and teams, address their needs and requirements, and encourage inclusive behaviours. This includes
introducing the organization’s D&I principles and objectives, people and their roles, and policies,
processes and practices. It is a shared responsibility between people with designated responsibilities
for D&I and hiring managers. For guidance on quality of hire, see ISO/TS 30410.

8.5.2 Actions
To achieve D&I objectives pertaining to onboarding, organizations should:

— design a structured process that incorporates both standard and job-specific requirements, which
provides opportunities for open communication and feedback;
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8.5.3 Megsures

recognize individual requirements regarding work environment, facilities and technologies, and
make adjustments that accommodate specific individual needs, for example the needs arising from
long-term health conditions and impairment;

identify and respond to individual learning and development needs, opportunities for progression,
and coaching and mentoring requests, for example to address demographic under-representation;

communicate that everyone has a responsibility in making the organization inclusive, and clarify
behavioural expectations that promote the importance of inclusive, respectful behaviour;

emphasize the importance of the D&I principles and objectives, and how they are integrated into
the polipies, processes and practices;

provide/information on resources, including how to access helplines, employee assistance provigions
and ERGs, where they exist, and where and who to go to for help and support on reSplving D&I
issues or complaints;

collect data on the levels of engagement and satisfaction with onboarding;
collect data to identify and address bias or discrimination;
collect data on development opportunities offered, for example coaching.and mentoring; and

review the outcomesand impacts of onboardingactivities on becominga moreinclusive organizgtion.

Examples of measures that can be material to the organizatioi, analysed by aggregate and segmg¢nted

diversity difnension, include:

number of people completing onboarding activitie§,’and their levels of satisfaction;
number]and type of adjustments made that accommodate specific individual needs;

number] of occasions and types of D&I slipport resources people use, including helplines, employee
assistarce provisions and ERGs, wheré€ they exist;

number| of development opportunities offered and accepted, including coaching and mentoring;

»]

survey ¢lata, or data from other feedback methods, relating to awareness and understanding gf the
organizption’s D&I principlés, policies, processes and practices;

number] of complaints of bias and discrimination received and addressed;

the nunpber and<reasons for people leaving and staying with the organization, during onboarding
and within 6 months of completing it; and

number| af-people stating in surveys, or through other feedback methods, that they feel welc<l>med
and included-intotheorgamnizatiom:

8.5.4 Outcomes

The following are potential D&I outcomes of onboarding:
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people feel welcomed, included and valued;

people’s needs and requirements are identified and adjustments that accommodate specific
individual needs are met;

people are aware and understand the importance of the organization’s D&I principles and objectives;

people know how to access policies and resources, including where to go for help and support on
harassment, discrimination, retaliation, and whistle-blowing; and
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— people demonstrate inclusive behaviour and contribute to achieving the organization’s D&I

objectives.
8.6 Learning and development

8.6.1 General

Organizational learning and development activities focus on improving individual,

team and

organizational performance through enhancing knowledge, skills and abilities. Inclusion should be

a core principle of all learning and development. Organizational learning needs can be identified in
the workfaorca nlan: tndivgidnal loqarnming nandce can ha ddontifind dysing racriitanngt nnkjarding and

OTISTOT CC—protT, oy oot oot it g oo Co o oo e o oot ritg T CCT o eIt oTt e, ot

performance management reviews. Providing development opportunities in an equitable
incrgase participation, challenge and mitigate bias and prevent discrimination, and efthand

manner can
e individual

potential. To foster inclusive behaviour, D&I-focused learning and development should raisg awareness

of the organization’s D&I principles and objectives and lived experiences of others, Formal g

nd informal

apprpaches can include participating in a blend of in-person and online individual, group and on-the-job

trainfing, coaching, mentoring, temporary assignments and secondments. For guidance on|
service delivery, see the ISO 10667 series.

8.6.1 Actions
To adhieve D&I objectives pertaining to learning and development, organizations should:

— 1nake learning and development available and accessiblé‘to all members of the workford
ddjustments that accommodate specific individual needs, as required;

— rake resources available, for example adequatefunding for the use of accessible venues
latforms;

— 4Jnalyse individual and organizational learning and development needs;

— ¢stablish programmes that address.jndividual development needs, such as coaching anc

— integrate D&I principles into  learning and development policies, processes, pr
rogrammes;

— dlesignlearningand developmentactivities to increase awareness of D&I principles and f
into the benefits of having a range of perspectives, abilities, values and beliefs, and und
portance of behaving inclusively and respectfully;

— Use inclusive)imagery, phrasing and examples, and avoid stereotypical langua
resumptions'and references in learning content and its delivery;

— uise inclusive, knowledgeable and experienced trainers, coaches and mentors who reflg
ange ‘of perspectives, abilities, values and beliefs, and undertake periodic observat

assessment

e, providing

hind learning

| mentoring;

actices and

bster insight
lerstand the

pe, cultural

bct a diverse
ons of their

ractice;

— enable people to develop confidence, courage and intervention skills to challenge and address bias

and discrimination;

— provide leadership development on inclusive people management practices; and

— collect data to evaluate the effectiveness and impact of learning and development on individual and

organizational outcomes.
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8.6.3 Measures

Examples of measures that can be material to the organization, analysed by aggregate and segmented
diversity dimension, include:

— number of people participating in learning and development activities;

— evaluations of post-activity feedback and levels of satisfaction;

— ratings from independent observations of learning and development activities and people

deliveri

ng them;

— number

— self-rep
behavig

— data o
perforni

— evaluat

8.6.4 Out

The followi

and type of adjustments made that accommodate specific individual needs;

prted, peer-reported and line-manager-reported changes in understanding, awakenes
ur related to D&I principles and objectives;

the effectiveness of learning and development activities and impact on indiv
jance and inclusive behaviours; and

ons of learning and development activities and their impact on organizational outcom

comes

1g are potential D&I outcomes for learning and development:

— people

nderstand why the organization’s D&I principles and'objectives are important;

— inclusion is designed into all programmes, resources, interventions and events;

— people have equal access and opportunity to develop’their potential;

— people
effectiv

evelop skills and knowledge required’to’communicate, build relationships and collab
ely;

— people dlevelop skills and confidence to recognize, challenge and address bias and discriminat

— people {
of other

— individy
optimiz

8.7 Perfqg

eel included, demonstrate inclusive behaviour and are empathetic to the lived experig
s; and

jal, team and organizational performance is enhanced, and competitive advanta
ed.

rmance management

8.7.1 Genleral

5 and

idual

ES.

brate

on;

nces

be is

Performanc

nrnnnngpnﬁpnfin‘ﬂﬂvpcpcfnhﬁchingindivhhlqlpprﬂnwnanrp:nwihphnvinnrn]pypprfqt

ions,

holding people to account for achieving them, and identifying learning needs and areas for personal
development through timely, fair and constructive feedback conversations. When D&I principles and
objectives are incorporated into performance management processes, organizations can foster a
culture of shared accountability and responsibility. People with management responsibilities should
demonstrate inclusive leadership and ensure that team and individual objectives for D&I are identified
and met, in the context of continual improvement. Ongoing performance management should encompass
recognizing and rewarding inclusive behaviour and addressing biased and discriminatory behaviour.
For guidance on assessment service delivery, see the ISO 10667 series.

18

© ISO 2021 - All rights reserved


https://standardsiso.com/api/?name=458c0fc90056db8cb5078da2fc9ea6f5

ISO 30415:2021(E)

8.7.2 Actions

To achieve D&I objectives pertaining to performance management, organizations should:

communicate D&I principles and behavioural expectations in performance management policies,
processes and practices, to enable people to contribute to developing an inclusive workplace;

establish performance management criteria to minimize bias in evaluations;

define performance management objectives for individuals, teams, people managers and those with

D&I accountabilities that are aligned with D&I principles and objectives;

rovide constructive feedback on D&l-related performance outcomes, including
inclusive behaviour and challenging and addressing non-inclusive behaviour;

identify areas for improvement and behaviour that contravenes the D&I principles an
nd, if necessary, implement progressive and proportionate disciplinary action;

rovide mechanisms for people to express satisfaction or dissatisfaction with the
anagement process and its outcomes;

onitor performance management outcomes to identify potential rater-bias and dis
dssessment processes;

¢ollect data on the levels of satisfaction or dissatisfaction with the performance
process;

¢ollect data on performance management outcomies, for example evaluation ratin
development plans for potential advancement arid-action plans for improvement;

fecord and celebrate examples of inclusivé behaviour demonstrated by the wo
¢ommunicate them;

¢ollect data on workplace behaviour that is contrary to the D&I principles and object
discrimination, bullying, harassntent, microaggression and retaliation, and how thisisr

feview performance management processes to ensure that the organization’s D&I pr
bjectives are embedded, and are fair, impartial, constructive and inclusive.

8.7.3 Measures

Examples of measures-that can be material to the organization, analysed by aggregate ang
diveysity dimensionyinclude:

tthe numbey of people participating in performance management processes;

frends’in performance management ratings and outcomes, and any adverse and disp

recognizing

d objectives

erformance

arity in the

nanagement

bs, personal

rkforce and

ves, such as

psolved; and

inciples and

| segmented

oportionate

impacts;

reported levels of satisfaction or dissatisfaction about the performance management process;

reported levels of satisfaction or dissatisfaction with performance management outcomes;

the number of reported examples of inclusive behaviour; and

the number of reported examples of behaviour that is contrary to the D&I principles and objectives.

8.7.4 Outcomes

The following are potential D&I outcomes of performance management:

D&I principles and objectives are incorporated into each stage of the process;
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among everyone in the organization;

performance are fair, impartial, constructive and inclusive;

D&l learning and development needs are identified and addressed;

people managers demonstrate inclusive leadership in the development and retention of talent;

objectives linked to D&I are met, fostering a culture of shared accountability and responsibility

relationships and experiences between people managers and individuals during evaluations of

bias and discrimination in the performance management process are challenged and addressed;

behavid
asense
individy

optimiz

8.8 Succe

8.8.1 General

Succession f
individuals
performanc
demonstrat
those positi
diverse poo
positions. A

pool of people has access to development opportunities to prepare for these positions and expa

responsibili

8.8.2 Acti
To achieve I}
incorpo

commu
inclusiv

identify
perforni
are reag

urs that contravene the D&I principles and objectives are challenged and addressed,
bf belonging and engagement is fostered, and job satisfaction and retention are imptoved

jal, team and organizational performance is enhanced, and competitive ‘advanta
ed.

ssion planning

lanning is a systematic process that involves considering)selecting, developing and pl
in identified job positions that have a direct and significant impact on organizat
e. It involves identifying individuals, either interfially or externally sourced, whd
e the requisite knowledge, skills and abilities, as sell as inclusive behaviour, needed f{
bns. A strategic succession plan, based on D&I principles and objectives, should iden
of potential successors, ready now or in thefuture, to assume leadership roles and cr
n inclusive succession planning process should also ensure that an internal and diy

Lies as they become available.

ons
&I objectives pertaining toysuccession planning, organizations should:
rate D&I principles imsuccession planning policies, processes and practices;

hicate informationyabout succession policies, processes and practices in an acces
e and transparent manner;

D&I opportunities in succession planning processes and practices, such as evalu
jance management outcomes against succession job opportunities to identify people
ly for\development and succession, or to ameliorate any pay gaps;

;and

be is

hcing
ional

can
o fill
ify a
itical
rerse

nded

sible,

ating
who

identify]
when id

D&I risks in succession planning processes and practices, such as the potential fon

bias

entifying and considering individuals for development;

promoting opportunities to develop knowledge, skills, abilities and inclusive behaviours;

enable people to prepare for potential succession into leadership roles or critical positions by

ensure that people from demographically under-represented groups are aware of, and have access

to, succession opportunities and their development is fostered and supported, for example through
mentoring;

20

collect data on each stage of the succession planning process and its outcomes; and

review succession planning decisions to identify and address any potential bias.

collect data on the levels of satisfaction or dissatisfaction with the succession planning process;
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8.8.3 Measures

Examples of measures that can be material to the organization, analysed by aggregate and segmented
diversity dimension, include:

8.8.4 Outcomes

The

8.9

8.9.1 General

Workforce maobility refers to the policies, processes and practices involved with transferring
from| one location to another, regionally, nationally or internationally. Work assignments
temporary assignment projects, secondments and expatriation, inpatriation and repatria

inte

the number of people engaged in each stage of succession planning processes;
the percentage of the workforce identified as potential successors;

the percentage of the workforce placed in succession positions;

reported levels of satisfaction or dissatisfaction about fairness in the organization’s succession

planning policies, processes and practices;

feported levels of satisfaction or dissatisfaction about fairness in the organization’
Ilanning outcomes;

umber and type of complaints about the succession planning process; and

rends in succession ratings and outcomes, and any adverse and disproportionate imp3

following are potential D&I outcomes pertaining to succession planning:
guccession planning policies, processes and practices are transparent, fair and inclusivj

4 systematic, periodic review process identifies jobpositions in the succession plan, a
finternally sourced potential successors, or the\need to externally source candidates;

g¢veryone in the organization is made awaré’of succession processes and given oppq
Ievelop their knowledge, skills, abilities and inclusive behaviours;

ersonal development plans for peopleidentified as potential successors are effective;

3 diverse pool of potential successors is ready to assume leadership roles or critical
they become available; and

tthe broadest range of people are represented in succession planning outcomes.

Workforce mobility

b succession

cts.

€

Hiverse pool

rtunities to

positions as

rindividuals
can include
tion. It is an

1 YRy o 1-£ 1 H e 4+ £ + 1 H |
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evelopment

and succession planning. When evaluating such work assignments and potential relocation,
organizations should consider the position role, an individual’s development and whether the role can
be fulfilled remotely because of digital transformation and advances in automation. When the role or
individual development necessitates relocation, organizations should ensure that an inclusive, proactive
and systematic risk-management approach includes consideration of related flexibility, health, safety,
well-being, immigration and other factors.

8.9.2 Actions

To achieve D&I objectives pertaining to workforce mobility, organizations should:

— prioritize D&I principles in the design and implementation of policies, processes and practices;
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8.9.3 Meagsures

identify and monitor D&I opportunities and risks involved with periodic work assignments, and
projectsand secondmentsthatrequirerelocation, such as expatriation, inpatriation and repatriation;

align work assignments with performance management outcomes and succession plans to develop
individual knowledge, skills and abilities and strengthen organizational performance;

use an inclusive approach to workforce mobility by ensuring that assignments are communicated,
accessible and offered fairly based on skills, knowledge and abilities;

consider the resources and support required to meet potentially challenging aspects of work
assignments and relocation;

recognife and respond to individual and family circumstances that can influence decisions to.agcept
or declipe the work assignments and relocation;

ensure thatindividuals who decline a workforce mobility offer are considered for futuréassignnments
or alternative methods of undertaking and completing work assignments withoutdetriment;

considef alternative methods of undertaking and completing work assignmentswithout relocgtion,
for exarnple by working remotely and using technology;

assess the return on investment of either relocating individuals or deploying alternative methdds to
undertgke and complete work assignments;

collect data on the levels of satisfaction or dissatisfaction with workforce mobility policies,
processgs, practices and outcomes; and

review workforce mobility decisions to identify and addréss any potential bias and demographic
under-rgpresentation.

Examples of measures that can be material to thé-organization, analysed by aggregate and segmgnted

diversity dimnension, include:

8.9.4 Outcomes

the percentage of the workforce who accepted or declined workforce mobility opportunities,
including reasons for declining;

the imppct and effectiveness,ef work assignments with and without relocation;
trends in workforce mobility outcomes and any adverse and disproportionate impacts;
number and type of€omplaints about workforce mobility processes; and

reportefd levelsof) satisfaction or dissatisfaction about fairness in the organization’s workforce
mobility poligies, processes, practices and outcomes.

The following are potential D&I outcomes of workforce mobility:

22

policies, processes, practices and work assignment outcomes are transparent, fair and inclusive;
everyone in the organization is made aware of workforce mobility policies and opportunities;

work assignments enable individuals to develop knowledge, skills, abilities and inclusive behaviours
to progress;

individual and organizational opportunities and risks related to workforce mobility and work
assignments are identified and addressed; and

the broadest range of people are represented in work assignment outcomes.
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8.10 Cessation of employment

8.10.1 General

Cessation of employment refers to the end of an individual’s employment with an organization, either
voluntarily or involuntarily, through resignation, retirement, redundancy or severance, performance-
related or conduct reasons, and ill health or death. Organizations should adopt a structured approach to
ending employment, for example, by providing information, access to support services and resources,
consultation and appeal mechanisms, and feedback channels. Recognizing that the end of employment
can be challenging and stressful for some individuals, policies, processes and practices that end

emp
due

8.10

To a

ovment should be transparent, implemented impartially, sensitively and respectful

y, and with

legard to confidentiality, health and well-being.

2 Actions
dhieve D&I objectives, the organization’s approach to cessation of employment should i
incorporating D&I principles in cessation of employment policies, processes and practi

q
[(

bnsuring that the end of employment is managed with due, care and attention,
onsideration the potential impact on people, for example their hiealth, safety and well

¢onsidering adjustments that accommodate specific individual needs, for example r¢
o alternative work or flexible working arrangements;before terminating employmse
lhealth or capability;

¢nsuring criteria for redundancy and severance.ate non-discriminatory;

providing access to information, support services, opportunities to discuss concerns,
ind appeal mechanisms, and, where they exist, support from workforce representativeg

q

[(
1

ollecting data by diversity dimension on workforce turnover and attrition, res
esignation, retirement, redundancies and dismissals;

¢ollecting solicited and unsolicited feedback, for example exit interview data, social med
¢xternal media, to ascertainithe organization’s reputation as an inclusive employer
potential bias and discrimination;

1
I

ecognizing the contributions people have made to the organization, for example by ad
D&I, role modelling.inclusive behaviour, and service milestones and achievements;

relationships with colleagues after their employment is ended;

investigating and resolving complaints of bias and discrimination in decision-making pr

¢vdluating the impact of cessation of employment policies, processes and practices o

nclude:
res;

taking into
being;

deployment
nt due to ill

ronsultation
and unions;

ulting from

ia and other
hnd identify

vocating for

providing chahtiels that enable people to remain connected to the organization apd maintain

pcesses; and

h workforce

diversity to identify any disproportionate and adverse impact.

8.10.3 Measures

Examples of measures that can be material to the organization, analysed by aggregate and segmented

dive

rsity dimension, include:
trends in turnover and retention data;

trends in solicited and unsolicited feedback on cessation of employment processes;

— exitinterview data to ascertain positive outcomes and adverse impacts resulting from cessation of

employment processes;
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how they were addressed and accommodated; and

cases referred to an external party for resolution.

8.10.4 Outcomes

The following are potential D&I outcomes related to cessation of employment:

the number of requests for alternative or flexible working arrangements, or other adjustments, and

the number of, and reasons for, complaints and appeals against termination decisions, including

policies, processes and practices that end employment are transparent, implemented impartially,

minimiz

consult
unions
being; t

people,
employ

9

9.1 Gene

The purpos
Generally, a

item that ay
of design, d4

secure wor

products an

customers,

and servicej
In responsg

technology,

design, devg
and users, 4

sustainabili

9.2 Actio

To achieve [

promot

individy

the orgs:

Produ

1 - R - . . .
LT UIdSTS AU Pl CVCllt UISCI llllllldtlUll,

htion mechanisms with individuals and, where they exist, workforce representative;
hre valued and respected by all stakeholders;

lals are treated with dignity and respect, and with due regard to their health and
heir personal data is secured;

ment policies, processes and practices, and are not adversely affected by them; and

inization has a reputation as an inclusive employer.

cts and services — design, development and'delivery

ral

product is a physical item that an organization produces, while a service is a non-phy
| organization provides. Through effective HR management, people involved in all s
bvelopment and delivery of products.and services should experience decent work, saf¢
king conditions, and fair and respectful treatment. By leveraging diverse perspec
d services can be more inclusive and innovative and meet the needs of a broader ba

and

well-

including those from demographically under-represented groups, are-aware of cessation of

e of most organizations is to provide products or services to a variety of stakeholders.

sical
ages
e and
ives,
se of

flients and users. The production, marketing and advertising of an organization’s pro
should align with its D&Iprinciples, for example by using inclusive wording and im

nd support ekpansion into new markets and revenue sources to improve organizat
[y.

ns

ucts
ery.

to shifting demographics and evolving demands, as well as advances in scienceg and
organizations sholild adopt a continual improvement approach to product and sefvice
lopment and delivery. This approach can increase the diversity of their customers, clients

ional

&Lobjectives related to products and services, organizations should:

e inclusive and respectful customer service;

the workforce, contingent workers and those in the supply chain;

customers, clients and users, and identify any unmet demands;

develop

24

ment and delivery of products and services;

integrate D&I principles into the design, development and delivery of products and services, and

advocate inclusive working practices, safe working conditions, and fair and respectful treatment of

investigate current and emerging markets to understand the unique requirements of a variety of

use perspectives from the broadest range of stakeholders, including the workforce, in the design,
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9.3

Examples of measures that can be material to the organization, analysed by aggregate anc
diveysity dimension, include:

9.4

The following are potential D&I outcomes related to products and services:

10

ISO 30415:2021(E)

use positive images of people from diverse backgrounds and inclusive language in product and

service marketing and advertising communication;

solicit feedback from the broadest range of stakeholders about the quality of their customer service

experience, including the behaviour of the organization’s representatives;

solicit feedback from the broadest range of stakeholders about their satisfaction and dissatisfaction

with the organization’s products and services;

collect data on market opportunities and risks to evaluate the relevance and impact of products and

services on diverse market segments; and

¢ollect information from people about the work environment and their treatment at wq

Measures

irends, either positive or negative, in product and service use;

tthe number of reported examples of positive customer service(in particular those citi
Ibehaviour by a member of the workforce;

the number of reported examples of negative customertservice, in particular those
inclusive behaviour by a member of the workforce; and

frends in feedback about the work environment;ificluding how people are treated at w|

Outcomes

roducts and services meet the needs of a broad range of customers, clients and user
proved organizational sustainability;

arketing and advertising)initiatives are effective in reaching the broadest range
qustomers, clients and users;

feedback from a bréad range of stakeholders fosters innovation and enhancement of p
jervices;

ﬂ;eople involvéd in their design, development and delivery, including contingent worke
in the supply chain, experience decent work, safe and secure working conditions, 3
fespectful treatment;

¢ommunication, teamwork, and productivity are enhanced; and

rk.

| segmented

ng inclusive

citing non-

prk.

5, and foster

of potential

roducts and

rs and those
nd fair and

the organization has a reputation as a provider of inclusive products and services.

Procurement and supply chain relationships

10.1 General

Organizations use procurement to purchase goods or services. Generally, the procurement process
includes tendering, supplier selection, contracting and contract management stages. The organization’s
D&I principles should be integrated into each stage of the process. Collectively, the suppliers of an
organization form its supply chain, which can comprise vendors or subcontractors of different sizes,
sectors and locations. Supplier diversity is a business strategy used to broaden the range of suppliers,
including businesses owned by demographically under-represented individuals or groups, and improve
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organizational resilience. Supply chain partners should demonstrate a continual commitment to D&I
and their effective HR management practices to ensure the provision of decent work, safe and secure
working conditions, and fair and respectful treatment of people.

10.2 Actions

To achieve D&I objectives for procurement and supply chain relationships, organizations should:

integrate and communicate their D&I principles, objectives and expectations into each stage of the
procurement process;

engagej

for bus
stakeh

)

inesses owned by demographically under-represented individuals or groupsyex
Ider relationships and improve organizational resilience;

simplifyy procurement processes, for example accessibility of documentation, use’ of sup

diversit|
totheb

in the s

Foadest range of suppliers;

ipplier selection stage, assess how the HR management practices ef)potential supply

partners align with the organization’s D&I principles;

incorpo

rate D&I contractual clauses that require supply chain partners to provide decent ¥

safe and secure working conditions, and fair and respectful treatmént of people;

monitoy supply chain partner performance against D&I conttactual clauses;

engage
to shar

vith supply chain partners through, for exampleySupplier forums and feedback mechan
e and exchange D&I experience and expertise, strengthen stakeholder and comm

relationships, and develop economic opportunities;

collect

lata on the activities related to procurement and supply chain relationships, such a

number|of, and spend with, organizations ownéd by demographically under-represented indivi
or groups; and

periodi

fally review the D&I provisions in procurement policies, processes and practices

performance of their supply chain partners.

10.3 Meas

ures

Examples of measures that'can be material to procurement and supply chain relationships, analys
aggregate a

nd segmented’diversity dimension, include:

the number of exganizations, by ownership, progressing through each stage of the procure

process

including those registering an interest in contract opportunities;

ities
pand

plier

y portals and adoption of pre-qualification systems to provide procurement opportunities

thain

vork,

sms,

inity

s the
Huals

and

ed by

ment

the amqunt of spend with organizations in the supply chain;

the number of people working for supply chain partners;

the number of complaints, incidents and allegations relating to bias or discrimination to determine
breaches in D&I contractual clauses; and

the effe

ctiveness of procurement and supply chain activities at different stages.

10.4 Outcomes

The following are potential D&I outcomes of procurement and supply chain relationships:

— the organization’s supplier diversity strategy is effective in broadening its range of suppliers;

26
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11.1f General

Each

can

activ
educ

to c

orga
impact D&I outcomes positively or negatively. A proactive, inelusive and collaborative
extel

com
and

11.2

To a
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supply chain partners continually demonstrate commitment to D&I principles;

suppliers’” HR management policies, processes and practices are aligned to, and influe
contracting organization’s D&I principles;

nced by, the

supply chain partners are recognized for providing decent work, safe and secure working conditions,

and fair and respectful treatment of people; and

the organization’s reputation for promoting D&I in its supply chain is recognized.

External stakeholder relationships

organization’s external stakeholder network will vary according to its orgarnizational
nclude a variety of individuals or groups that can be affected by the organization’s op
ities. This can include investors and shareholders, communities and‘epmmunity or
ational institutions, regulatory bodies, advocacy groups and non-profit associations

i

U
hizations to recognize the needs, expectations and interests of these stakeholders,

nal stakeholder engagement can be used by an organization to demonstrate lea
itment to D&I, promote positive D&I perspectives, influénce the adoption of inclusivg
ii‘actices among stakeholders, and build the organization’s reputation for social respor]

Actions
dhieve D&I objectives for relationships with-eXternal stakeholders, organizations shoul

fecognize the needs, expectations and. interests of external stakeholders, as they 1

rganization’s D&I principles and objectives;

q

Issess the importance, relative”power and influence of external stakeholders,
pportunities and risks that ¢an'impact the organization’s D&I objectives;

context but
prations and
ganizations,
in addition

stomers, clients and supply chain partners discussed in Clause€s™® and 10. It is important for

as they can
hpproach to
Hership and
behaviours
1sibility.

d:

elate to the

to identify

evelop external stakeholder engagement strategies based on prioritization of their relevance,

eeds, interests and power;

q
I

bngage in external-stakeholder outreach activities to promote the organization’s D&I oh
dentify opportunities to support their D&I initiatives;

¢ommunjeate’ D&I principles and objectives when establishing, supporting, pro
mmaintaining external stakeholder relationships;

¢oHect, document and review D&I-related media reports involving external stakeholdé

jectives and

moting and

rs;

document examples of sharing D&I experiences and expertise between the organization and its

external stakeholders;

monitor the influence and impacts of external stakeholders on the organization’s D&I objectives

and outcomes;

review the influence and impacts of external stakeholders on D&I outcomes; and

evaluate and report progress on achieving D&I objectives, for example in annual reports, website

communication and other media channels.
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11.3 Measures

Examples of measures that can be material to relationships with the organization’s external
stakeholders include:

— changes in external stakeholder needs, expectations, interests, power and influence over time;

— the effectiveness of outreach activities with external stakeholders, based on positive and negative
feedback;

— the number of D&I initiatives undertaken with external stakeholders and the effectiveness of their
outcomes; and

— externall stakeholder perceptions about the organization’s commitment to D&I and, Jocial

respons

ibility, as reported in news stories and social media.

11.4 Outcomes

The followi
— the orgj
— the orgj

— D&I kn
stakehd

— the orgj

Iders; and

1g are potential D&I outcomes of external stakeholder relationships:

inization engages with the broadest range of relevant external stakeholders;

inization is recognized for its commitment to D&I'and social responsibility.

inization’s D&I principles and objectives are publicly supportéd by external stakeholdgrs;

owledge and good practice is shared between the organization and its exte¢rnal

28
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(informative)

Self-assessment checklist

ISO 30415:2021(E)

Table A.1 provides a collated list of all D&I actions included in Clauses 5 to 11. Organizations can use
this self-assessment checklist to internally assess their current status compared with this document’s

recommended D&I actions. Organizations using this document should also refer to_t
meagures and potential outcomes in each clause to identify the means by which they, ¢
achigvement of these actions, based on their context and size. Each organization ds"diffe
they|demonstrate meeting or not meeting the document’s recommended actions, supj
evidence. Table A.1 can assist in identifying D&I opportunities and risks, howthey can b

and itigated, and the development of gap closure strategies.

Table A.1 — Self-assessment checklist

he example
an evidence
rent in how
ported with
e optimized

Clause 5 Accountabilities and responsibilities

5.2 Qrganizational governance

D&ljactions

Supporting evidenge

1 Directing senior leaders to establish D&I principles and
objectives, and allocation of resources to achieve them.

2 Demonstrating commitment to D&I and role modelling
behaviours that are consistent with D&I principles, shared
values and beliefs.

3 Challenging and addressing behaviourthat is inconsistent
with D&I principles and ensuring that.people who chal-
lenge inappropriate behaviour, and-those who are affected
by it, are protected and supported.

4 Holding senior leaders to account when evaluating the
organization’s D&I oppaftinities and risks, and reviewing
performance and progress in achieving D&I objectives and
the impact of their@utcomes.

Clause 5 Accountabilities and responsibilities

5.3 Qrganizational leadership

D&l jactions

Supporting eviden|

1 Establishing D&I principles and objectives and a support-

H £ A 1. 41
1115 ITAIIICTWUI' R TU TTAIILZT LIITST,

2 Facilitating an inclusive organizational culture by estab-
lishing D&I expectations and accountabilities, communi-
cating these to all stakeholders, and fostering inclusive
relationships and shared values with them.

3 Demonstrating their commitment by role modelling
inclusive behaviour, setting behavioural expectations for
the workforce, challenging and addressing inappropriate
behaviour, and recognizing and rewarding D&I inclusive
practices and behaviours.

4 Designating responsibility for achieving D&I objectives to
those who lead functional areas in the organization.
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Clause 5 Accountabilities and responsibilities

5.3 Organizational leadership

D&I actions

Supporting evidence

5

Ensuring that the organization’s systems, policies, pro-
cesses and practices across all functional areas align with
its D&I principles and objectives.

Allocating resources to achieve D&I objectives, for exam-
ple sponsoring initiatives, ERGs and steering committees,
including allocation of time and support for participating
and contributing to the achievement of D&I objectives.

Revjewing the outcome and impact of their products and
seryices on market segments and the broadest range of
staljeholders.

Enspiring that the organization’s annual report includes a
clealr narrative description of its D&I opportunities and
riskis, and progress on achieving D&I objectives, sup-
ported by robust evidence and demographic data of its
workforce (see ISO 30414 for guidance on human capital
rep¢rting).

Clause 5 Ac¢ountabilities and responsibilities

5.4 Organizptional delegated responsibilities for D&I

D&I actions|

Supporting evidence

1

Enspring that D&I principles are embedded in functional
sysflems, policies, processes and practices.

Sharing D&I knowledge, skills and expertise, and pro-
viding advocacy and guidance on policies, processes and
pragtices that promote a diverse and inclusive organiza-
tionfal culture.

Denponstrating and role modelling inclusive behaviours.

Deploying resources to respond to\0pportunities, risks, con-
straiints and challenges in order toachieve D&I objectives.

Fostering an inclusive and(diverse workplace by enabling
accg¢ss and adjustments.tgincrease participation of demo-
graphically under-represented groups.

Enspiring policies{processes, practices and decisions
abopt people, asthey move into, through and out of the
organization,\are evidence-based and supported by checks
and|balances to mitigate the effects of bias, including any
in existing and emerging technologies.

Promoting the organization’s D&I principles and objec-

tives through all stages of the human resource manage-
ment life cycle.

Facilitating open channels of communication so that di-
verse perspectives are received with respect and without
prejudice.

Enabling a safe environment for D&I issues, concerns and
complaints to be raised, and ensuring policies, process-
es and practices are fairly applied for all stakeholders,
including whistle-blowers.

10

Ensuring that stakeholder feedback is considered when
monitoring the implementation of policies, processes and
practices to identify D&I impacts, outcomes, challenges,
constraints and trends.

30
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Clause 5 Accountabilities and responsibilities

5.4 Organizational delegated responsibilities for D&I

D&I actions

Supporting evidence

11 Promoting the organization’s D&I principles and objec-
tives through contracting arrangements with the supply
chain, relationships with customers and communities, and
other external stakeholders.

12 Identifying and analysing diversity data to measure
impacts.
13 Identifying the criteria and associated measures for D&I

that are material to the organization.

14 Evaluating the impact of policies, processes and practices
on the development of an inclusive workplace (including
the movement of people into, through and out of the or-
ganization) and other stakeholders.

15 Reviewing and reporting the status and progress against
identified D&I objectives (including the assessment of risk
and opportunities), any recommendations for change and
inclusion in the organization’s annual report.

Clause 5 Accountabilities and responsibilities

5.5 Individual responsibilities

D&ljactions

Supporting evidenge

1 Treating colleagues, customers, suppliers and-other stake-
holders with respect and fairness.

is relevant, developed and maintained.

2 Meeting expectations of the organization’s D&I principles
and objectives.
3 Behaving inclusively, actively fostering inclusion, trust
and a sense of belonging.
4 Voicing concerns and challenging inappropriate behaviour.
Clause 6 D&I framework
D&ljactions Supporting evidenge
1 DesignateTesponsibility for ensuring that the framework

Establish the rationale for D&I.

Ensure organizational leaders articulate their commit-
ment to sponsoring, developing and sustaining an inclu-

sive organization.

4 Integrate D&I principles and objectives into organization-
al policies, processes and practices.

5 Identify D&I measures, which are material to the organ-
ization and utilize aggregated and segmented workforce
and other stakeholder data, to assess progress.

6 Inform members of the workforce about the D&I objec-
tives, and opportunities to contribute to them.

7 Align departmental, group, team and individual objectives
to D&I objectives.

8 Identify, monitor and address D&I risks, challenges and

constraints, and optimize D&I opportunities.
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Clause 6 D&I framework

D&I actions

Supporting evidence

9

Review plans, systems, technologies, policies, processes
and practices to ensure that they are fair, equitable and do
not adversely impact people, including those related to the
use of technologies and automated systems.

10

Collect data on workforce and other stakeholder percep-
tions about the organization’s commitment to D&I, such
as from focus groups, surveys, interviews and external
reviews.

11

Revfew D&I outcomes and impacts related to the procure-
mer]t and delivery of goods and services and interactions
with external stakeholders.

12

Regplarly review D&I objectives to ensure alignment with
the prganization's vision, mission and strategy as well as
its drganizational context.

13

Perjodically report on progress in achieving the organi-
zatipn's D&I objectives, such as in an annual report. For
guidance on human capital reporting, see ISO 30414.

Clause 7 Indlusive culture

D&I actions|

Supporting evidence

1

Pridritize and promote D&I principles and objectives
thrqugh communications, engagement and outreach ac:
tivities, HR lifecycle policies, processes and practices;;and
relationships with all stakeholders.

Enspire ethical and regulatory considerations ‘are applied
to cpllecting, interpreting and using data.

Encpurage people to disclose their demographic data

by explaining the data will be used to-iniprove systems,
policies, processes and practices, identify and address
disparities, and that ethical and(regulatory considerations
are ppplied to its collection, interpretation and use.

Proyide mechanisms for people to voice their opinions and
make suggestions for change about D&I in the organiza-
tion, for example in fecus groups, surveys, suggestions
sch¢mes and otherstakeholder feedback methods that
foster dialogue and debate.

Conmmunicate’behavioural expectations that promote the
impprtanceof inclusive, respectful behaviour.

Proyide mechanisms to identify, examine and resolve

workplace-conflictand-ensurethese-areused-appropriate
prace-contetanaensuretneseareuseaappropriate

ly to address individual concerns, for example interper-
sonal interactions and outcomes, bullying, harassment
and microaggression, and any form of retaliation.

Seek feedback on the culture at work from individuals,
ERGs, focus groups, committees and task groups, work-
force representatives, work councils and labour union
representatives, where they exist.

Collect data by diversity dimension on workforce health,
safety and well-being, including absence, workforce turno-
ver and retention to identify trends and adverse impacts.
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Clause 7 Inclusive culture

D&I actions

Supporting evidence

9

Collect data by diversity dimension relating to work-
place conflict, such as incidents, disputes, discipline

and grievances, complaints of bullying, harassment and
microaggression, forms of retaliation as well as resolution
outcomes to identify trends and adverse impacts.

10 Use internal and external, solicited and unsolicited feed-
back to gain insight into the organization’s reputation as
an inclusive organization.

11 Report on the development of an Inclusive organizational

culture, workforce composition, D&I opportunities and
risks, and action plans.

Clause 8 Human resource management life cycle

8.2.

Workforce planning

D&I

Actions

Supporting evidenge

Develop a workforce plan that incorporates D&I principles
and objectives.

Identify D&I implications of organizational workforce
planning strategies, including D&I opportunities and risks.

Ensure the organization’s workforce plan identifiesjob
families and roles, knowledge, skills and abilities, required
now and in the future, together with identified-workforce
diversity dimensions.

Collect workforce composition data for eomparison with
demographic profiles in industries, sectors, regions and
national populations.

Compare the workforce demogtaphic profile with external
workforce supply and demand data to identify demograph-
ic under-representation, D&l opportunities and risks.

Identify inclusion opportunities in the workforce plan,
for example, progression of people from demographically
under-representéd,groups, flexibility and accessibility
considerations;.and the distribution of skills and roles.

Review theoutcomes and impacts of workforce planning
strategies@nd activities on becoming a more inclusive
organization.

Clause 8 Hunmam resource mamagenrent tifecycle

8.3. Remuneration

D&I actions

Supporting evidence

1

Incorporate D&I principles and objectives in policies, pro-
cesses and practices that recognize the value of inclusive

workforce participation, and collective bargaining where
it exists.

Evaluate and benchmark the relative worth and market
value of job roles to ensure an equal pay for equal value
approach.

Make pay and benefits decisions in a fair, inclusive, equita-
ble and transparent manner.

© IS0 2021 - All rights reserved

33


https://standardsiso.com/api/?name=458c0fc90056db8cb5078da2fc9ea6f5

	Foreword
	Introduction
	1 Scope
	2 Normative references
	3 Terms and definitions
	4 Fundamental D&I prerequisites
	5 Accountabilities and responsibilities
	5.1 General
	5.2 Organizational governance
	5.3 Organizational leadership
	5.4 Organizational delegated responsibilities for D&I
	5.5 Individual responsibilities
	6 D&I framework
	6.1 General
	6.2 Actions
	6.3 Measures
	6.4 Outcomes
	7 Inclusive culture
	7.1 General
	7.2 Actions
	7.3 Measures
	7.4 Outcomes
	8 Human resource management life cycle
	8.1 General
	8.2 Workforce planning
	8.2.1 General
	8.2.2 Actions
	8.2.3 Measures
	8.2.4 Outcomes
	8.3 Remuneration
	8.3.1 General
	8.3.2 Actions
	8.3.3 Measures
	8.3.4 Outcomes
	8.4 Recruitment
	8.4.1 General
	8.4.2 Actions
	8.4.3 Measures
	8.4.4 Outcomes
	8.5 Onboarding
	8.5.1 General
	8.5.2 Actions
	8.5.3 Measures
	8.5.4 Outcomes
	8.6 Learning and development
	8.6.1 General
	8.6.2 Actions
	8.6.3 Measures
	8.6.4 Outcomes
	8.7 Performance management
	8.7.1 General
	8.7.2 Actions
	8.7.3 Measures
	8.7.4 Outcomes
	8.8 Succession planning
	8.8.1 General
	8.8.2 Actions
	8.8.3 Measures
	8.8.4 Outcomes
	8.9 Workforce mobility
	8.9.1 General
	8.9.2 Actions
	8.9.3 Measures
	8.9.4 Outcomes
	8.10 Cessation of employment
	8.10.1 General
	8.10.2 Actions
	8.10.3 Measures
	8.10.4 Outcomes
	9 Products and services — design, development and delivery
	9.1 General
	9.2 Actions
	9.3 Measures
	9.4 Outcomes
	10 Procurement and supply chain relationships
	10.1 General
	10.2 Actions
	10.3 Measures
	10.4 Outcomes
	11 External stakeholder relationships
	11.1 General
	11.2 Actions
	11.3 Measures
	11.4 Outcomes
	Annex A (informative)  Self-assessment checklist
	Bibliography

