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DiversityInc 
MEETING IN A BOX

Diversity Metrics
• •  For D&I Staff, HR Staff, Legal Staff, Communications Staff, Diversity-Council Members,  
 Resource-Group Leaders

  II.  Best Metrics

With the need for clear, business-related metrics in mind, which are the most effective methods 
of demonstrating progress? A review of 14 years of DiversityInc Top 50 data and interviews 
with leading companies demonstrate the rationale in the metrics used in the new DiversityInc 
Top 50 report card.  

The first area shows pipeline—the ability to recruit successfully both internally and externally 
and to develop a sustainable group of diverse people to lead the company (and diverse 
includes everyone). Examples of metrics used here would be comparing new-hire demographics 
to the existing workforce, or assessing involuntary versus voluntary turnover by race, ethnicity 
and gender.

The second area shows equitable talent development—are people being promoted fairly 
across the organization regardless of race, ethnicity, national origin, gender, sexual orientation 
or disability? Examples of metrics used here would be promotions within management versus 
overall management demographics and the use of diversity initiatives proven successful for 
promotion, such as mentoring (plus assessing the percentage of managers in mentoring).

The third area shows CEO/upper-management commitment. This includes factors such as 
representation at the top three levels, accountability measures such as diversity goals linked to 
compensation, and corporate sustainability/transparency measures, such as philanthropy.

The fourth area shows supplier-diversity factors, such as percentage of Tier I (direct 
contractor) procurement spent with minority- and women-owned suppliers, as well as suppliers 
owned by LGBT (lesbian, gay, bisexual and transgender) people, people with disabilities and 
veterans with disabilities. It also assesses means of helping suppliers grow.

      Guided Questions for Staff
	 How well do the metrics you collect match up to the questions on the DiversityInc Top 50 survey?
 The survey questions are improved each year to reflect cutting-edge, business-related metrics at top 

companies. If you aren’t collecting data on these questions, why not?

	 Are your human-capital demographics reflective of the challenges in your organization?
 Don’t try to sugarcoat your data to make your department or others look good by hiding information. For 

example, at BASF, Rossman says the company increasingly looks at retention based on years of service to 
determine if there are issues holding on to top talent at specific times in their careers.

	 Do you report your EEO-1 numbers publicly?

 While many companies are open about this data, many others are not. Consider the tech industry, where the 
majority of industry leaders don’t want anyone to know what their demographics are. If your company isn’t 
transparent about its data, what’s really going on? The DiversityInc Top 50 survey now gives extra points to 
companies that submit their EEO-1 numbers.
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