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Indicators for DEI organisational checklist users

These Indicators serve as a complementary document to the Partos Diversity, Equity & Inclusion (DEI) Organisational Checklist (question overview). They are designed to provide a deeper understanding of how to develop and implement a DEI strategy within your organisation, whether you are just starting or at a more advanced stage of the process. The Checklist will help you assess the current state of DEI efforts in key areas within your organisation and identify the steps needed to elevate them to the next level. It also evaluates to what extent this commitment is integrated in relevant organisational policies and if these policies are periodically reviewed and updated. Recognizing that there is no one-size-fits-all approach to DEI, these indicators offer suggestions and direction.

The Indicators offer several tools to enhance the effectiveness of this survey:
· Indicators: SMART indicators accompany each question, enabling you to measure your progress from the initial stages to the final goals.
· Good Practices (DEI Handbook): These activities and approaches, recommended by DEI practitioners, can offer inspiration and practical ideas for implementing your DEI strategies. 
· Glossary and Resources (DEI Handbook): These tools help clarify DEI concepts and terminology and provide resources for further exploration.

Introduction

Partos aims to centralise Diversity, Inclusion and Equity (DEI) as a key approach to accelerate social justice, decolonization, anti-discriminatory and inclusive transformation in the sector from within. We believe that, by working on Diversity, Equity and Inclusion we are shaping our organisations in the image of the world we dream to see; in which everybody has a place,  diversity of people can be celebrated and find a way to flourish. This also means that we actively work to stop practices, behavior and attitudes that can do harm, exclude or discriminate in personal or systemic ways.

The Partos DEI Learning Trajectory aims to support member organizations in integrating diverse, inclusive and equity strategy within their organisations and workplace. An important step in building such a strategy is an organisational assessment. 
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Indicators

1. Level of engagement and implementation of a DEI strategy 

Have you started working on diversity, equity, and inclusion in your workplace? Is your organisation genuinely committed to creating lasting change when working on DEI-specific issues, or is it more performative? This assessment helps determine if your organisation is ready to implement a meaningful DEI strategy (or action plan) with long-term impact. 

1.1 Clear Vision and Mission Regarding DEI
Indicator: The organisation has an approved and published DEI vision and mission statement by (insert specific year), communicated to all staff. 

1.1.1 Has the organisation a formally approved DEI vision and mission? (Options: Yes, No)
1.1.2 Is the DEI vision and mission communicated to all staff? (Options: Yes, No) 
1.1.3 Have the DEI vision and mission statement been published externally? (Options: Yes, No)

Comments & reflections
	





1.2 Integration of DEI into the Multi-Year Strategy
Indicator: DEI is explicitly integrated into the organisation’s multi-year strategy, with specific goals aligned with overall organisational objectives, and reviewed annually.

1.2.1 Is DEI part of the organisation’s multi-year plan? (Options: Yes, No)
1.2.2 Are specific DEI goals aligned with overall organisational objectives? (Options: Yes, No )
1.2.3 Is the DEI strategy reviewed annually? (Options: Yes, No )

Comments & reflections
	




1.3 Formal DEI Strategy or Action Plan
Indicator: A formal DEI action plan with specific outcomes, interventions, and indicators is in place and approved by (insert month/year). The strategy is reviewed and updated annually.

1.3.1 Is there a formal DEI action plan with defined outcomes? (Options: Yes, No ) 
1.3.2 Are specific interventions in place to achieve DEI goals? (Options: Yes, No )
1.3.3 Are there indicators in place to monitor the progress over these outcomes? (Options: Yes, No)
1.3.4 Is the DEI action plan reviewed and updated annually? (Options: Yes, No )

Comments & reflections
	







1.4 Budget and Resources for DEI Implementation
Indicator: A dedicated budget and resources (hours and FTE) are allocated to staff and DEI activities annually.

Comments & reflections
	




1.4.1 Does the organisation allocate dedicated budget and resources for DEI implementation? (Multiple answers possible)
· Yes: For staff. 
· Yes: for activities, 
· Yes: for DEI governance (Employee Resource Group, committee, taskforce), 
· Other; 
· No 

1.4.2 Is the DEI budget management and use transparent?(Yes, No)
1.4.3. Are there clear reporting mechanisms on the use of the budget ? (Yes, No)
1.4.4. What period does the DEI budget cover?
· One year
· Two years
· Three years 
· No specific duration

Comments & reflections
	




1.5 Internal Communication on DEI Strategy
Indicator: DEI strategy communication occurs at least once a year via internal channels (e.g., newsletters, meetings).

1.5.1 Is the DEI strategy communicated to all employees at the specified frequency (e.g., quarterly, annually, biannually)? (Options: Yes, No)
1.5.2 Are multiple internal channels (e.g., newsletters, team meetings, emails) used to share DEI strategy updates? (Options: Yes, No)
1.5.3 Is executive management (management responsible for the implementation of strategies and daily operations) actively involved in communicating DEI updates, such as during meetings or Town Halls? (Options: Yes, No) 
1.5.4 Are DEI communications clear, accessible, and easy to understand for employees at all levels? (Options: Yes, No)

Comments & reflections
	









2. Level of DEI Measurement and Accountability

Effective DEI strategies rely on evidence to ensure and success. By measuring diversity, inclusion, and equity, organisations can better track progress. This assessment evaluates whether your organisation has some systems in place to monitor these elements and gather the data needed to support your DEI strategy. Additionally, it evaluates the level of accountability of responsible leadership towards staff and other relevant stakeholders. 
Note: For smaller organisations, ensuring anonymity might be a challenge. Working with external DEI consultants could be considered to add layers of neutrality and trust. In addition, on collecting sensitive data, national laws on Privacy and employee data may apply. Also, consider potential risk implication of collecting employee demographics within the context you are working. For highly sensitive data points, minimum threshold points must be established. 
2.1 Clear Indicators for DEI Progress
Indicator:  A DEI indicator framework (i.e excel sheet, table, visual tools to show statistics and progress) with measurable indicators is implemented and  updated annually.

2.1.1  Is there a DEI indicator framework in place? (Options: Yes, No)   
2.1.2  Are key DEI metrics updated annually? (Options: Yes, No,) 
2.1.3 Is the DEI indicator framework accessible to staff and stakeholders? (Options: Yes, No)
2.1.4 Is there internal reporting to staff on DEI progress following the DEI indicator framework? (yes, no).

Comments & reflections
	




2.2 Intersectional approach to Diversity Data Measurement
Indicator: The organisation collects and analyses diversity data across at least four intersectional demographics* (e.g. social class, age, gender, sexual orientation, ethnicity etc.)

2.2.1  Diversity data collected across multiple demographics*? (Options: Yes, No) 
2.2.2 Is data disaggregated by multiple demographics*?
2.2.3 Is diversity data analysed by different categories of intersectionality (e.g., gender, ethnicity)? (Options: Yes, No)

Comments & reflections
	





2.3 Measurement of Inclusion and Belonging
Indicator: An annual (employee satisfaction) survey or other mechanism includes questions measuring employees' sense of inclusion and belonging, for example the presence of a brave & safe environment, promotion of engagement, inclusion of different viewpoints and feeling valued, with the participation of the majority of the staff. 

2.3.1 Does the organisation have a survey or other mechanism in place to measure employees' sense of inclusion and belonging (f.e. questions about inclusion and belonging are included in Employee satisfaction surveys)?

2.3.3 How often do you collect data on employees' sense of inclusion and belonging?  (Options: Annually, Biannually, Other). 

2.3.4 What percentage of employees participate in these surveys? (Options: Options: below 50%; between 50-70%, Above 70%)
 
2.3.5 Does the organisation disaggregate the sense of belonging data by gender, ethnicity, disability or other characteristics? (Options: Yes, No).

 Comments & reflections
	




2.4 Tracking Equity Throughout the Employee Lifecycle
Indicator: Gaps in salary, promotion, and development between different employee groups are tracked and reported yearly.
 
2.4.1 Does the organisation have a transparent and well-communicated pay system in place? 
2.4.2 Does the organisation collect data on salary gaps disaggregated by gender? (Options: Yes, No)
2.4.3 Does the organisation track salary disparities across other demographic groups among employees (e.g., by social class, ethnicity, disability, sexual orientation, geography)? (Options: Yes, No)
2.4.4 Is there a specific strategy to address gaps identified in pay, promotions, or professional development? (Options: Yes, No)
2.4.5 Does the organisation track promotion and career advancement opportunities by demographic groups? (Options: Yes, No)
2.4.6Is there an analysis of training and development opportunities across different employee groups? (Options: Yes, No)

Comments & reflections
	





2.5 Participation in External DEI Audits or Benchmarks
Indicator: The organisation participates in an external DEI audit or benchmarking process at regular intervals, with improvement plans based on the results.

2.5.1 Does the organisation participate in an external DEI audit or benchmarking at least at regular intervals?  (Options: Yes, No)
2.5.2 Are specific DEI improvement plans developed based on audit or benchmarking results? (Options: Yes, No )
2.5.3 Are DEI improvement plans reviewed and updated regularly based on new audit findings? (Options: Yes, No)

Comments & reflections
	






2.6 Public Reporting on DEI Progress
Indicator: The organisation publicly releases a periodic DEI progress report (annually, or at specific intervals), which is accessible on the organisation’s website and includes measurable progress on DEI objectives.

2.6.1 Does the organisation release a DEI progress report periodically? (Options: Yes, No)
2.6.2 Is the DEI progress report easily accessible on the organisation's website or other public platforms? (Options: Yes, No)
2.6.3 Does the report include measurable progress toward DEI objectives, such as diversity metrics, inclusion survey results, and outcomes? (Options: Yes, No)

Comments & reflections
	





3. Level of Inclusiveness in HR Policies, Processes, and Practices
HR plays a vital role in attracting and retaining a diverse workforce while ensuring employee safety, well-being, and growth. This assessment evaluates the inclusiveness of the organisation’s recruitment processes, HR policies and procedures. But also evaluates whether equity is prioritised throughout the employee lifecycle. 
3.1 Inclusive Recruitment Processes
Indicator: an inclusive recruitment process is in place and applied throughout the recruitment cycle (placement, recruitment & selection).

3.1.1 Does the organisation review the recruitment process to identify improvements in recruitment and selection? (Options: Yes, No)
3.1.2. How often is the recruitment process reviewed? (Options: Annually, never)
3.1.2 Does the organisation update its recruitment processes based on this review? (Options: Yes, No)
3.1.3 Does the organisation offer training on inclusive recruitment for staff members involved in selection & hiring of new staff? (Options: Yes, No)

Comments & reflections
	





3.2 Inclusive Onboarding Programs
Indicator: All new employees undergo an inclusive onboarding program that incorporates a training on DEI principles and intersectionality. 

3.2.1 Does the onboarding program include a module(s) on DEI principles? (Options: Yes, No)
3.2.2 Does the onboarding program specifically address intersectional sensitivity, covering race, gender, disability, and other characteristics? (Options: Yes, No)
3.2.3 Is the DEI onboarding program mandatory for all new employees? Options: Yes, No)
3.2.4 Are completion rates for DEI onboarding tracked? (Options: Yes, No)

Comments & reflections
	





3.3 Transparency on Performance Measurements and Promotion Criteria
Indicator: The organisation has clear, documented, and accessible performance measurement and promotion criteria, with all employees confirming understanding of these criteria in an annual survey.

3.3.1 Are performance criteria documented and accessible to all? (Options: Yes, No)

3.3.2 Are performance and promotion criteria periodically discussed between HR/management and staff during employee evaluations? (Options: Yes, No)
3.3.3 Is staff supported in navigating performance measures? (Options: Yes, No)


Comments & reflections
	





3.4 Investment in Employee Well-being and Professional Growth (Especially Marginalized Groups)

Indicator: The annual budget includes dedicated funds for well-being programs and professional development initiatives, with specific programs for marginalized groups. 

3.4.1 What percentage of the budget is allocated to general well-being programs? (Options: None,  %)
3.4.2 What percentage of the annual budget is allocated specifically to programs for marginalised groups  (e.g., leadership development, mentorship for employees)? (Options: None,  %)
3.4.3 Does the organisation collect feedback from marginalised groups on the impact and accessibility of these well-being and professional growth programs? (Options: Yes, No)
3.4.4 Are marginalised employees involved in the design of these programs, and in shaping initiatives aimed at their growth? (Options: Yes, No)

Comments & reflections
	




3.5 Inclusion and Equity Embedded in HR Policies and Processes
Indicator:  HR policies, including fair parental leave schemes, holiday choices, and gender-inclusive policies, are created, reviewed and updated to embed inclusion and equity, with 100% compliance across all departments.


3.5.1 Are parental leave schemes designed to be gender-inclusive and flexible? (Options: Yes, No) 
3.5.2 Are holiday policies inclusive of cultural and religious diversity (e.g., flexible holiday scheduling to accommodate various holidays)? (Options: Yes, No)
3.5.3 Are gender-inclusive HR policies (e.g., for LGBTQI+ employees) present and actively reviewed to ensure compliance with the latest best practices? (Options: Yes, No)
3.5.4 Is there a policy review cycle in place to ensure that all HR policies are updated regularly with an inclusion and equity lens? (Options: Yes, No)
3.5.5 Are different team/departments consulted during the policy creation and review process to ensure that policies are equally relevant across all parts of the organisation (e.g., different functions, levels of employees)? (Options: Yes, No)

Comments & reflections
	




3.6 Accessibility in the Workspace
Indicator: The organisation has conducted an accessibility audit and implemented adjustments in physical, mental, digital, and language accessibility for 100% of workspaces, ensuring compliance with best practices for inclusivity. Examples include wheelchair ramps, lifts, gender-neutral toilettes, gender safe spaces & female safe spaces, quiet rooms, text-to-speech tools, captioning and transcription for online meetings, flexible work options, etc.   
3.6.1 Has the organisation conducted an accessibility audit covering physical, digital, mental health, and language needs across all workspaces? (Options: Yes, No)
3.6.2 Have adjustments based on the audit been implemented to ensure all workspaces are accessible (e.g., physical modifications, digital accessibility standards, mental health accommodations)? (Options: Yes, No)
3.6.3 Is there an established feedback mechanism for employees to report ongoing or new accessibility needs? (Options: Yes, No)

Comments & reflections
	





4. Level of Representation, Participation, and Belonging of Marginalized Groups

A key aspect of developing and implementing an inclusive DEI strategy is to ensure that it works for everyone, specifically employees who may experience exclusion or discrimination within the workspace. As an organisation you can become more mindful of exclusion, by facilitating structures for meaningful engagement and building a sense of belonging. DEI committees and other working groups can play a role in shaping, prioritising, and setting the agenda for the DEI strategy. Simultaneously, the presence of feedback mechanisms can help organisations to remain responsive to the needs and experiences of workspace culture among the staff. This assessment evaluates whether those spaces for participation are formally established, whilst being mindful of tokenism and performative inclusion. 
4.1 Formally Recognised DEI Committee or Affinity Groups
Indicator: The organisation has established a formally recognised DEI committee and/ or DEI affinity groups. (Note: While DEI committees or Affinity spaces have an important agenda setting and sensemaking function, practice learns that they DEI action is more effective when there's a governance team (HR, leadership, committees) DEI that can hold decision-makers in the organisation accountable. Furthermore, representation of marginalized communities in DEI groups is not a necessarily a success factor, as it is advised to be mindful of tokenism and burdening already excluded groups with the responsibility for DEI. The DEI committee, just like that single person of colour, muslim or queer person, should not be the main strategy for implementing a DEI strategy. Read more in CH 6 of the DEI handbook)  
4.1.1 Has the organisation established a formally recognised DEI committee? (Options: Yes, No)
4.1.2 Does the organisation have DEI affinity groups? (Options: Yes, No)
4.1.3 Does each DEI committee and/or affinity group(s) include representatives from marginalised communities? (Options: Yes, No)
4.1.4 Do DEI committees or affinity groups have a mandate to advise management and leadership on DEI related topics?
4.1.5 Is there a mechanism for regular feedback from committee and group members to ensure that their needs are included in the organisational policies? (Options: Yes, No)

 Comments & reflections
	




4.2 Assessment of Needs and Challenges for (Marginalised) Employees
Indicator: The organisation conducts an annual DEI assessment that specifically addresses the needs and challenges of marginalised employees and stakeholders, with at least 80% participation from the target groups.

4.2.1 Does the organisation conduct an annual assessment of DEI that includes needs and challenges of the employees, with specific attention to marginalized groups? (Options; Yes, No).
4.2.2 What is the response rate of marginalised groups representatives to the DEI annual assessment? (Options: below 50%; between 50-80%, Above 80% )
4.2.3 Does the organisation use the analysis the assessment results to create action plans based on the data and to address the identified needs? (Options: Yes, No).

Comments & reflections
	




4.3 Inclusion of Marginalised Voices in DEI Programmes and Policies
Indicator: Organisational DEI programs and policy updates include input from representatives of marginalised groups, confirmed by their participation in at least one dedicated feedback session per year.
Note: Being mindful of tokenism and performative inclusion is important when identifying and consulting marginalised individuals and groups with your organisations should. When in doubt, don't assume, explain your considerations and ask.   

4.3.1 Are marginalised groups involved in the development or update of DEI programs? (Options: No, Informed, Consulted, Co-designing, steering)
4.3.2 Is there a dedicated feedback session for marginalised groups to discuss DEI program impact and areas for improvement at least once a year?
 (Options: Yes, No) 

Comments & reflections
	




4.4 Accessible Feedback Mechanisms on Perceived Equity
Indicator: The organisation implements a confidential feedback mechanism for all employees to report perceived inequities

4.4.1 Is a confidential feedback mechanism available for employees to report perceived inequities? (Options: Yes, No)
4.4.2 Are feedback mechanisms actively promoted, specifically to marginalised groups, to ensure awareness and encourage usage? Options: Yes, No) 
4.4.3 Is feedback from the mechanism reviewed regularly, with actions taken and reported back to the organisation? (Options: Yes, No, Partially)

Comments & reflections
	





4.5 Consultation with External parties on DEI Strategy
Indicator: The organisation consults  external DEI experts, advocacy groups, or community organisations to contribute to the development and refinement of its DEI strategy.

4.5.1 Does the organisation engage with external DEI experts, advocacy or community groups for input on its DEI strategy? (Options: Yes, No )
4.5.2 Are insights from external consultations documented and used to inform DEI policy updates or program adjustments? (Options: Yes, No)

Comments & reflections
	





5. Level of Commitment and Inclusive Leadership
Leaders at every level—board, executive, and management—play a crucial role in supporting a DEI strategy. Their position of influence should empower employees to express themselves, provide critical feedback, and ensure DEI remains a priority. This assessment evaluates whether your leaders are genuinely engaged in driving the strategy and committed to keeping DEI high on the agenda. 
5.1 Diversity in Staff Across Multiple Characteristics
Indicator: The organisation’s staff represent diverse characteristics, including gender, ethnicity, disability, and other identity factors, with annual reviews to monitor progress.

5.1.1 Is there representation of diverse identities within the organisation that aligns with the DEI goals (e.g., gender, ethnicity, (dis)ability, etc.)? (Options: Yes, No)
5.1.2 Are annual reviews conducted to track progress toward representation goals in each demographic category? (Options: Yes, No )
5.1.3 Are strategies in place to address gaps identified in the representation of diverse identities? Options: Yes, No)

Comments & reflections
	





5.2 Indicator: Commitment to Hiring Diverse Leadership
Indicator: The organisation implements diversity-focused recruitment strategies for all leadership roles to attract and hire from underrepresented or diverse groups.   Leadership positions filled are from underrepresented or diverse identity groups, with diversity-focused recruitment strategies in place for all leadership roles.

5.2.1 Are diversity-focused recruitment strategies actively used for all leadership roles? (Options: Yes, No)
5.2.2 Are there measurable goals in place for filling leadership roles with candidates from underrepresented groups? (Options: Yes, No)
5.2.3 Is there regular tracking and reporting on the diversity of leadership hires? (Options: Yes, No)

Comments & reflections
	




5.3 Indicator: Accountability of managers  for DEI Strategy Success
Indicator: The organisation includes DEI-related goals and outcomes in leadership performance evaluations, with annual assessments showing progress towards these targets. 
5.3.1 Are DEI principles included in performance evaluations for all management roles? (i.e. inclusive leadership behaviors)
5.3.2 Are DEI-related goals included in performance evaluations for all management roles? (Options: Yes, No)
5.3.3 Is there a system for follow-up action (including support) if DEI-related goals are not met by the management? (Options: Yes, No)

Comments & reflections
	





5.4 Indicator: Employee Feedback on Inclusive Leadership
Indicator: The organisations’ annual survey assesses leadership’s inclusiveness and decision-making. The majority of the staff is participating in the survey. 

5.4.1 Do annual employee surveys include questions related to leadership inclusiveness and equity in decision-making? (Options: Yes, No) 
5.4.2 Are survey results analysed and used to inform leadership training and development? (Options: Yes, No)
5.4.3 Is there a target percentage of employees participating in these surveys to ensure sufficient representation in feedback? (Options: Yes, No) 
Comments & reflections
	




5.5 Indicator Training and Tools for Inclusive Leadership
Indicator: The organisation provides (periodic) training, coaching or tools for managers focusing on building inclusive and equitable workplace cultures, with at least 80% of managers having completed the training

5.5.1 Is there a mandatory training or coaching (covering inclusive leadership) in place for all managers? (Options: Yes, No)
5.5.2 Is there a completion rate target for managers participating in training or coaching each year?
(Options: Yes, No)
5.5.3: Are (DEI) training and coaching programs regularly updated to align with evolving best practices in inclusive leaderships and the needs of the leadership? (Options: Yes, No)
Comments & reflections
	






6. Level of Awareness About Stereotypes, Biases, Exclusion, and Discrimination Mechanisms
Many DEI strategies focus on raising awareness, as ignorance is one of the primary barriers to diversity and inclusion. Organisations are not immune to systems of oppression, which often begin with stereotypical jokes or unpleasant comments and can escalate to serious discrimination and (sexual) harassment. This assessment evaluates whether your organisation is actively fostering a safe and informed culture. It also evaluates to what extent this commitment is integrated in relevant organisational policies and if these policies are periodically reviewed and updated. 
6.1 Commitment to Anti-Discrimination and Justice for Marginalised Groups
Indicator: The organisation’s has policies (e.g. DEI, HR, Code of Conduct, grievance etc) to explicitly include commitments to anti-discrimination and justice for marginalized groups, with annual audits to ensure compliance across departments.
6.1.1 Are anti-discrimination policy or any other documents with reference to anti-discrimination in place? (Options: Yes, No)
6.1.2 Are these policies regularly updated? (Options: Yes, No)
6.1.3 Is there periodic audit process in place to evaluate compliance with anti-discrimination commitments across all departments/teams? (Options: Yes, No)
6.1.3 Are there defined sanctions for policy violations related to discrimination? (Options: Yes, No)
6.1.4 Are resources for anti-discrimination training and support readily available to employees and updated annually? (Options: Yes, No)

Comments & reflections
	




6.2 Commitment to Racial Justice in organisational policy and strategy 
Indicator: The organisation integrates racial justice principles into relevant policies and strategies with specific actions or programmes aimed at addressing racism and racial injustices . 
6.2.1 Does your organisations’policy or strategy explicitly integrate sections on addressing racial justice and  principles? (Options: Yes, No)
6.2.3 Are specific actions and programmes aimed at addressing racial inequities continuously implemented? (Options: Yes, No) 
6.2.3 Are racial justice programmes designed in collaboration with representatives from racialised and marginalised groups (e g. Black, Indigenous & People of Color)? (Options: Yes, No)
6.2.4 Is there an internal or external mechanism for periodical reviewing racial justice programmes’ effectiveness in inequities? (Options: Yes, No)

Comments & reflections
	




6.3 Accessible Systems for Addressing Discrimination and Sexual Exploitation, Abuse & Harassment
Indicator:  The organisation has implemented accessible and confidential reporting mechanisms for discrimination and Sexual Exploitation, Abuse & Harassment (SEAH).
6.3.1 Does your organisation have a safeguarding Code of Conduct or similar?
6.3.2 Is there a confidential and accessible reporting system for discrimination and SEAH, available to all employees? (Options: Yes, No ) 
6.3.3 Is the availability of this reporting system communicated to all employees to ensure they aware of how to use it? (Options: Yes, No)
Is there regular guidance on the availability and use of this reporting system > Focus on engagement.
6.3.3 Alternative: Are the reports reviewed and analysed by external trust persons to identify patterns on systemic issues in discrimination and sexual violence/SEAH? (Options: Yes, No)
6.3.4 How often are the reports reviewed? (Options: Never, Annually)  

6.4 Intentional and Safer Spaces for Marginalised Groups
Indicator: The organisation offers at least one dedicated safe space for marginalised groups to share experiences and connect with peers.
6.4.1 Are dedicated safe spaces (physical or virtual) available within the organisation for marginalised groups to meet and share experiences? (Options: Yes, No)
6.4.2 Is access to these spaces readily available to all marginalised groups, with privacy protections to ensure confidentiality? (Options: Yes, No)
6.4.3 Is feedback on the use and effectiveness of safe spaces collected at least once a year from participants? (Options: Yes, No)
6.4.4 Are there dedicated facilitators or support staff trained in DEI practices to manage and foster inclusivity within these safe spaces? (Options: Yes, No)
Comments & reflections
	



6.5 Regular Training on Stereotypes, Biases, and Privileges
Indicator: 100% of staff receive training on addressing stereotypes, biases, and privileges, with 80% of participants reporting improved awareness in post-training evaluations. Trainings are not mandatory, but encouraged and integrated in onboarding & staff training programs. 
6.5.1 Does 100% of staff participate in annual training that covers stereotypes, biases, and privileges? (Options: Yes, No)
6.5.2 Is there a feedback mechanism for employees to evaluate the training and report improved awareness? (Options: Yes, No)
6.5.3 Are training materials and approaches updated annually to reflect current best practices in DEI? (Options: Yes, No)

Comments & reflections
	




6.6 Ethical and Inclusive Communication Guidelines
Indicator: The organisation applies ethical and inclusive communication guidelines in all internal and external communications, with regular reviews to ensure consistency and adherence.
6.6.1 Are clear, documented guidelines for ethical and inclusive communication established and accessible to all staff? (Options: Yes, No)
6.6.2 Are all new and current employees trained on these communication guidelines as part of onboarding and ongoing DEI initiatives? (Options: Yes, No)
6.6.3 Are there regular reviews to assess adherence to communication guidelines across internal and external communications? (Options: Yes, No)
6.6.4 Is there a process for employees to provide feedback on communication practices and report any inconsistencies with the guidelines? (Options: Yes, No)

Comments & reflections
	




7. Level of Equity in Partnerships 
(Decision-making) Power in international partnerships is often highly imbalanced, with Global North actors playing a leading role in deciding over programs, budgets, and other decision-making topics (Research Partos (2024) ‘Where Do we Go from here’ & Peace Direct & Peace Direct (2024) ‘Too Southern To be Funded’. Beyond the Global North & South Dichotomy, emerging economies such as China & India also expand their sphere of influence through ‘development’ programs. There’s growing acknowledgement for a need to move from top-down systems of international collaboration and philanthropy towards a flatter and more equitable paradigm of people-based development. Beyond Shifting Power for more equity in partnerships, both Global North and Global South voices call to decolonize the sector and to dismantle more deeply rooted colonial mindsets, institutional racism and white saviorism in the sector (Bond UK ‘This is the work’, Peace Direct ‘Race Power & Peacebuilding’, Racial Equity Index,  Khan, T., Dickson, K. and Maïka Sondarjee ‘White saviorism in International Development’, Dutch MoFa (2022) Racism at the ministry of foreign affairs. As a result, programs and partnerships are often influenced by power imbalances that must be addressed to ensure a genuine commitment to DEI. This assessment provides guidance on integrating various elements of Equity and decolonisation in partnerships and aims to link this with DEI principles, to encourage organisations to walk the talk.




7.1 Changing perceptions of staff and leadership on Colonial Histories and Effects on Systems and Programs
Indicator: The organisation engages staff and leadership in activities that stimulate awareness and reflection on colonial histories and their impact on international development programs, systems, and staff mindsets, with the majority of staff participating. For example, dialogue or workshops on power, privilege, racism, power mapping, etc.  

7.1.1 Does the organisation dedicate at least one annual activity engaging staff and leadership to reflect on colonial histories/practices and their impact on the organisation’s programs and staff perspectives? (Options: Yes, No)
7.1.2 Who is involved in development and conducting this type of events? (open)
7.1.3 Do you track the participation rate? (Yes, No)
7.1.4 What percentage of staff attended the reflection session on colonial histories? (Options: below 50%; between 50-70%, Above 70%)
7.1.5 Are session outcomes documented and used to inform updates to relevant policies or practices? (Options: Yes, No)

Comments & reflections
	




7.2 Commitment to Fostering Equitable Partnerships in Multi-Annual organisational Strategy
Indicator: The organisation made a specific commitment to fostering equitable partnerships in its multi-annual organisational strategy or other documents, with measurable actions implemented annually to promote equity with partners.

7.2.1 Is there a specific commitment to equitable partnerships outlined in the organisation’s multi-annual strategy or other documents? (Options: Yes, No)
7.2.2 How many measurable actions per year does the organisation implement to promote equity of partnerships? (e.g. project/grant making cycle; campaign development and implementation, external communications, partner-led accountability & MEL)  (Options: Number of actions) 
7.2.2. The organisation has developed measurable actions to promote equitable partnerships (Options: Yes, No)
7.2.3 Are there any annual review tools in place to measure if all partnerships are in alignment with DEI principles? (Options: Yes, No)

Tips:
Accountability metrics – Pledge for Change 
Comments & reflections
	




7.3 Prioritization of Majority World Partners’ Demands
Indicator: The organisation’s partnership decisions prioritise input (surveys, focus group discussions, inception, mid-term, post-grant feedback) from majority world partners, especially in addressing power imbalances and ensuring equitable involvement in global partnerships.

7.3.1 What percentage of partnership decisions incorporate input from majority world partners? (Options: Insert actual percentage, We do not measure) 
7.3.2 Are there documented practices/processes to address and balance power dynamics with the Global majority  partners? (Options: Yes, No)

Research centering Global Majority demands:
Partos – Voices on Power
Partos – Where do We go From Here: Navigating power inequalities between development NGOs in the aid system
Ringo – Voices from the South
RINGO & WACSI – Voices from the South 2 

Comments & reflections
	




7.4 Assessment of Partners’ Experience with Equity in Decision-Making
Indicator: The organisation conducts an annual assessment where the majority of partners in the sample provide feedback on equity in decision-making processes (e.g., program design, funding, advocacy, monitoring and evaluation), with actionable improvements based on the feedback.

7.4.1 Does the organisation conduct an annual assessment of its partners' experiences of the partnership collaboration (Options: Yes, No)
7.4.2 Does the annual assessment ask partners for specific feedback on experiences of equity in decision-making? (Options: Yes, No)
7.4.3 Are actionable improvements documented and implemented based on feedback from partners? (Options: Yes, No)
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7.5 Representation of Global majority Partners in Leadership and Decision-Making within the global partnership
Indicator: The organisation has specific targets for filling leadership and decision-making positions in global partnerships (both organisation and international programme staff) by Global majority partners, with a specific focus on including marginalized groups and rights holders.

7.5.1 Is there a target for representation of Global majority partners in leadership roles within global partnerships or within the organisation? (Options: Yes, No)
7.5.2 What percentage of leadership or decision-making roles are held by Majority World partners? (Options: Insert actual percentage, Not collected)
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7.6 Shifting FUNDING to local organisations.
Indicator: The organisation has specific policies and procedures in place to shift funding streams to local civil society organisations, and make funding terms more accessible and flexible for local organisations. 

7.6.1 Does the organisation have mechanisms in place to shift funding streams more directly to local civil society organisations (Participatory grantmaking, Local resource mobilisation, Locally pooled resources)
7.6.2 Does the organisation cede decision-making power for grant distribution to local civil society organisations (example: participatory grantmaking, Reverse call for proposals)
7.6.3 Does the organisation survey its own partnerships for funding needs and experiences (around e.g. accessibility, flexibility, accountability and risk sharing)

End of Indicator list.

Find more information on Inclusion Resources on the Partos website.
	
	
	



image1.png




image2.gif




