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Diversity and Inclusion self-assessment tool

The goal of this tool is to help people who promote diversity and inclu-
sion in the organisation to identify different aspects and practices of 
diversity and inclusion work, and see which areas are the most important 
and should be developed further in their own organisation.

The tool lists the key themes of diversity and inclusion work on three 
different levels. At the beginner level, the organisation has become 
aware of the importance of the topic and identifies different challenges 
and needs for practices. At the developer level, the organisation has 
developed and is developing new practices, while on the advanced level, 
practices supporting diversity and inclusion are systematically used and 
the impact is measured. 

The tool helps make the organisation’s current strengths and development 
needs related to diversity and inclusion visible. You might be a beginner in 
one theme and advanced in another. This means that the tool will not give 
the organisation an overall grade, and it does not allow you to compare 
your own level with the levels of other organisations. The current level of 

the organisation is assessed and determined by the users themselves. 
When monitoring the progress of D&I work, we recommend that you do so 
in more detail: set goals for different areas of the work and monitor them 
with clear metrics. The tool can act as a source of inspiration for setting 
your own goals and metrics and planning your diversity strategy. 

The tool can be seen as a map. The map describes diversity and inclu-
sion work from different perspectives and guides the user to reflect over 
practices related to commitment, D&I leadership processes, employees, 
customers and other stakeholders. We encourage you to travel the map 
in the way that suits you best and choose your route freely. 

The second part of the tool is the user manual. In the manual, each 
theme is described in more detail, and the practices related to it are 
listed. If the practices related to the theme differ considerably from each 
other between large organisations and small and medium-sized organisa-
tions, for instance, this is also mentioned in the manual. The manual also 
includes a list of references for each theme.
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1.  
Commitment

Beginner Developer Advanced

1.1 
Organisation’s 
commitment

The organisation has identified a 
need to signal its commitment to 
promoting diversity and inclusion.

The organisation communicates internally 
and externally about diversity and inclu-
sion work and in so doing describes its 
commitment on a general level.

The organisation communicates internally 
and externally about diversity and inclu-
sion work as well as about its commit-
ment and the focus areas of the work. 

1.2 Resourcing 
and 
responsibility 

A need to allocate person hours 
for diversity and inclusion work 
has been identified. Currently D&I 
is promoted as part of larger job 
responsibilities.

The need to establish a network 
to support the work in the organi-
sation is being discussed. 

There is a person responsible for diversity 
and inclusion work. A clear percentage of 
their working hours has been allocated to 
this work. 

In larger organisations, a network to pro-
mote diversity and inclusion work is being 
developed. 

One or more experts has been appoint-
ed to a full-time diversity and inclusion 
position.

Matters related to diversity and inclusion 
have been assigned to a member of the 
management team.
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Beginner Developer Advanced

1.3 Composition 
of the board of 
directors

The organisation has paid atten-
tion to the importance of diversity 
in the board of directors. Publicly 
listed companies are aware of 
the obligation to communicate 
about the diversity of the board of 
directors. 

The organisation has set goals to in-
crease board diversity.

Publicly listed companies communicate 
about the diversity of their board of 
directors.

The board of directors of the organisation 
is diverse, and the organisation has goals 
and set practices for increasing/maintain-
ing diversity in the future. 
Publicly listed companies communicate 
about the composition and diversity goals 
of the board of directors. 

1.4 The role of 
the board of 
directors

In diversity and inclusion work, 
a need to discuss diversity and 
inclusion issues at the board level 
has been identified.

Diversity and inclusion is occasionally on 
the board of director’s agenda. 

The board of directors regularly discusses 
diversity and inclusion, including the re-
lated goals and targets. A named member 
of the board of directors is responsible 
for the matter. 

1.5 Composition 
of the executive 
team

The organisation has paid atten-
tion to the importance of diversity 
in the executive team. 

The organisation has set goals to increase 
the diversity of the executive team.

The executive team of the organisation 
is diverse, and the organisation has goals 
and set practices for increasing /main-
taining diversity in the future. 

1.6 The role of 
the executive 
team 

In diversity and inclusion work, 
the need for the executive team 
to discuss promoting diversity 
and inclusion has been identified.

Diversity and inclusion is occasionally on 
the executive team’s agenda. 

Diversity and inclusion is regularly on the 
executive team’s agenda.

1.7 Public 
support 
by the top 
management 

In diversity and inclusion work, 
a need for top management to 
communicate about the impor-
tance of diversity and inclusion 
has been identified. 

Top management occasionally communi-
cates internally and/or externally about 
the importance of diversity and inclusion.

Top management regularly communi-
cates about the importance of diversity 
and inclusion to different stakeholders: 
internal and external communications, 
events, media, chosen actions. 

1. Commitment
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2.  
Diversity and inclusion work processes 

Beginner Developer Advanced

2.1 Definition The organisation has identified a 
need to define diversity.

Diversity has been defined on a general 
level, and the importance of diversity and 
inclusion to the organisation is openly 
stated. 

Diversity has been defined in detail. The 
definition takes the organisation’s diversi-
ty challenges into account. The definition 
of diversity supports the organisation’s 
strategy. 

 2.2 Focus Diversity and inclusion work is 
planned based on the organisa-
tion’s internal needs.

Diversity and inclusion work is planned 
taking the organisation’s internal needs 
into account. The work occasionally takes 
discriminatory structures in the field and 
surrounding society into account. 

Diversity and inclusion work is planned 
taking both the organisation’s internal 
situation as well as the discriminatory 
structures in the field and the surround-
ing society into account. 

Especially groups that are underrepresent-
ed or in a weaker position in society or the 
organisation’s sector are focused on. 

Diversity and inclusion work is built on 
an awareness of discrimination with an 
attention to intersectionality.
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Beginner Developer Advanced

2.3 Targets In diversity and inclusion work, a 
need to set clear targets has been 
identified. A discussion about tar-
get setting has been initiated.

Top level targets have been set for diver-
sity and inclusion work. Setting targets 
for different aspects of the work is being 
discussed. 

Targets have been set for diversity and in-
clusion work at different levels, functions 
and periods of time. The organisation has 
set targets for the whole organisation as 
well as local targets for different units to 
support them, in addition to individual 
targets for those in a managerial position. 
Both performance and process targets 
are used. 

2.4 Measuring 
progress

In diversity and inclusion work, 
a need to create clear indicators 
to monitor the achievement of 
targets has been identified.

Measurement is discussed as a part of 
target setting. 
Clear indicators are used for some of the 
targets set to monitor the progress. 

Clear indicators are used for all of the set 
targets. The progress is monitored on 
different levels (organisation, unit, individ-
ual) and in different functions. 

2.5 Linking 
performance in 
diversity and 
inclusion work 
to rewards 

In diversity and inclusion work, 
rewards /incentives have been 
identified as one tool to strength-
en managers’ commitment.

Measurement is discussed as a part of 
target setting. 

Clear indicators are used for some of the 
targets set to monitor the progress. 
In diversity and inclusion work, practices 
for linking organisational-level targets 
clearly to the reward system are being 
developed. Some practices are already in 
place. Setting targets for different areas 
and managers on the individual level as 
well as linking these targets to rewards is 
also discussed.

Diversity and inclusion targets at differ-
ent levels are clearly linked to the reward 
system. 

In rewarding the managers, reaching tar-
gets both on the individual level and the 
organisation-level counts. 

2. Diversity and inclusion work processes
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Beginner Developer Advanced

2.6 Diversity 
survey

In diversity and inclusion work, a 
need to map the composition of 
the workforce has been identified. 
The current mappings focus on 
gender, age and education. 

Employee diversity is occasionally and 
anonymously mapped, taking several 
identities in addition to gender, age and 
education into account. 

The organisation occasionally communi-
cates the results of the diversity survey 
survey to different stakeholders.

Employee diversity is regularly surveyed, 
taking several identities, in addition to 
gender, age and education, into account. 
The survey takes respondents’ hierarchi-
cal positions and roles into account. 

The organisation regularly communicates 
about the survey results to different 
stakeholders, such as employees, cus-
tomers and financiers. 

2.7 Inclusion 
survey

In diversity and inclusion work, a 
need to map the experience of 
staff inclusion has been identified.
 
A discussion has been initiat-
ed about the different ways to 
proceed. Currently inclusion is 
monitored with a few questions in 
the employee engagement/occu-
pational wellbeing survey. 

Inclusion is occasionally mapped with 
the help of an inclusion survey sent to all 
employees. 

A discussion about how to gain informa-
tion about a wider set of identity groups is 
ongoing. 

The organisation occasionally communi-
cates about the survey results to different 
stakeholders.

Regular inclusion surveys are conducted. 

The process consists of an anonymous 
survey sent to all employees as well as in-
terviews/observations. The survey makes 
it possible to identify the experiences of 
different identity groups.

Inclusion is also monitored throughout the 
year with regular pulse questions. 

The organisation regularly communicates 
about the survey results to different stake-
holders, such as employees, customers 
and financiers. 

2. Diversity and inclusion work processes
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Beginner Developer Advanced

 2.8 HR analytics HR analytics is currently drawn 
on when conducting the pay sur-
vey for the equality plan.

The possibility of drawing on HR 
analytics more extensively has 
been considered in diversity and 
inclusion work. 

HR analytics is occasionally drawn on in 
diversity and inclusion work, in addition to 
the pay survey. 

HR analytics is systematically drawn on in 
diversity and inclusion work. 

2.9 
Documenting 
the diversity 
and inclusion 
strategy 

In diversity and inclusion work, a 
need to create a clear strategy for 
the work has been recognised. 
The strategy needs to be docu-
mented so that it is available to all 
employees.

The organisation is developing its diver-
sity strategy. The aim is to develop the 
documentation to cover all aspects of the 
diversity strategy. Parts of the strategy 
(such as the upper-level goals) have now 
been documented and are available to all 
employees. 

The organisation has drawn up a diversity 
strategy. The strategy document is availa-
ble to all employees. 

2. Diversity and inclusion work processes
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3.  
Employees 

Beginner Developer Advanced

3.1 Job 
advertisements

A need to pay attention to diversi-
ty in job advertisements has been 
identified. Discussions about job 
advertisements’ wordings and 
visuals as well as about the used 
advertising channels have started.

The organisation is developing and has 
developed practices for taking diversity 
into account in job advertisements and 
for selecting advertising channels that 
reach a diverse pool of applicants. 

The organisation has some practices 
in place for advertising open positions 
that support reaching a diverse group of 
applicants. 

The organisation has systematic practices 
in place to ensure job advertisements 
reach and attract a diverse group of 
applicants. 

Success is monitored with regard to age 
and gender and solutions for monitoring 
other identities are discussed.
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Beginner Developer Advanced

3.2 Assessing 
applicants

In diversity and inclusion work, 
a need to pay attention to differ-
ent forms of discrimination in 
applicant assessments has been 
identified. Discussions about 
practices to ensure objectivity in 
assessments have started.

The organisation is aware of different 
forms of discrimination and the impact of 
unconscious biases on applicant assess-
ments. Assessment practices are and 
have been developed to ensure objectiv-
ity: e.g designing processes and training 
those involved in evaluating applicants. 

Practices that ensure objectivity in appli-
cant assessments are widely used in the 
organisation. 

The organisation monitors the impact of 
the practices. 

When choosing external recruitment 
service providers, the ability to ensure 
objectivity in applicant assessment is an 
important selection criterion. 

3.3 Interview In diversity and inclusion work, 
a need to develop interview 
practices that take diversity and 
inclusion into account has been 
identified. 

The organisation has developed some 
practices to account for diversity and 
inclusion in interview situations, and they 
are used on an occasional basis. The 
organisation is developing more practices 
for interview situations and striving to use 
them more systematically. 

The organisation has developed practic-
es for taking diversity and inclusion into 
account in interview situations. 

Everyone involved in interviewing sys-
tematically utilises these practices in all 
interview situations. 

The organisation monitors the success of 
interviews from a diversity and inclusion 
perspective. 

3. Employees



13Diversity and Inclusion self-assessment tool  © FIBS 2021. This publication is licensed under CC BY 4.0. CC-license does not apply to images in this publication.

Beginner Developer Advanced

3.4 Definition 
and description 
of duties

The organisation has recognised 
that only factors essential for suc-
ceeding in a job should be taken 
into account when defining job 
descriptions. 

The organisation has identified 
the need to take diversity into 
account in defining and describing 
job duties. 

The organisation develops practices to 
ensure that only the factors essential 
for succeeding in the job are taken into 
account when defining job duties. 

The organisation occasionally takes 
diversity into account when defining and 
describing job duties. 

Only the factors essential to succeeding 
in the job are taken into account when 
defining job duties. 

The organisation always takes the diver-
sity of people into account when defining 
and describing job duties. 

The organisation has the ability to design 
job duties from the start and organise 
work while taking e.g. disability or lan-
guage skills into account. 

3.5 Job 
classification

In diversity and inclusion work, a 
need for a job classification and 
ensuring that it enables equality 
and non-discrimination has been 
identified. 

The organisation uses a job classification. 

The organisation develops communica-
tion about the job classification from the 
perspective of equality and non-discrimi-
nation. At the moment, there is occasion-
ally communication about parts of the 
topic. 

The job classification used by the organi-
sation is known and understood. 

The job classification is transparent, and 
everyone is aware of its assessment 
criteria. 

The organisation regularly communicates 
about the job classification from an equali-
ty and non-discrimination perspective. 

3. Employees
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Beginner Developer Advanced

3.6 Pay Equality In addition to monitoring pay in 
the pay survey for the equality 
plan, a need to develop practices 
to strengthen pay equality has 
been identified.

The organisation is developing and has 
developed some practices for strength-
ening pay equality. The practices are used 
occasionally/in a part of the organisation. 

The organisation has well-defined prac-
tices in place to support pay equality, and 
their impact is regularly monitored. 

3.7 Career 
advancement

In diversity and inclusion work, a 
need to take diversity and po-
tential discrimination in career 
advancement into account has 
been identified. Discussions 
about developing practices for 
supporting career advancement 
have been initiated. 

The organisation has identified key chal-
lenges in career advancement that apply 
to different groups. 

Initiatives for ensuring the equality of ca-
reer advancement have been developed, 
and certain practices are used occasion-
ally. 

The organisation understands the key 
challenges of career advancement that 
apply to different groups. Well-defined 
and systematic practices are in place for 
identifying and addressing challenges. 

The advancement of groups that may 
potentially face discrimination is actively 
supported. 

The effectiveness of the support and 
practices is monitored. 

If the monitoring shows that the meas-
ures to ensure equality have not been 
effective, the matter is addressed. 

3. Employees
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Beginner Developer Advanced

3.8 Learning and 
development

In diversity and inclusion work, a 
need to take diversity and inclu-
sion into account in learning and 
development has been identified. 

The organisation discusses ways 
in which a diversity and inclusion 
perspective could be taken into 
account in both the content as 
well as the targeting of trainings. 

Diversity and inclusion is occasionally 
taken into account in learning and devel-
opment. 

The organisation discusses ways in which 
an inclusion perspective can systematical-
ly be taken into account in both the con-
tent as well as the targeting of trainings. 

Diversity and inclusion is systematically 
taken into account in learning and devel-
opment. 

The organisation monitors the targeting 
and the contents of trainings and other 
development possibilities offered. 

3.9 Employee 
wellbeing 

In diversity and inclusion work, a 
need to take employee diversity
into account in supporting wellbe-
ing at work has been identified. 

The organisation is developing and has 
developed practices for taking employee 
diversity into account in supporting well-
being at work. Some initiatives supporting 
wellbeing that have taken diversity into 
account are in use. 

The organisation systematically takes em-
ployee diversity into account in support-
ing wellbeing at work. 

The consideration of employee diversi-
ty in initiatives supporting well-being is 
monitored. The impact of the initiatives is 
monitored.

3. Employees
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Beginner Developer Advanced

3.10 Diversity 
and inclusion 
training

In diversity and inclusion work, a 
need to give employees training 
about diversity and inclusion in 
working life has been identified. 

Discussions on the themes and 
the implementation of trainings 
have been initiated. 

Training on diversity and inclusion has 
been offered to those in a supervisory 
position. 

Trainings on various diversity and in-
clusion related topics are occasionally 
arranged for some employees.

New members joining the organisation 
are given training on diversity and in-
clusion targets and values during their 
induction.

All employees are systematically given 
training on diversity and inclusion. The 
training covers different topics, and 
targeted training for different employee 
groups is also available. 

New members joining the organisation 
are systematically given training on diver-
sity and inclusion targets and practices 
during their induction. 

The effects of diversity and inclusion 
trainings are monitored. 

3.11 Building an 
inclusive culture 
– a workplace 
free from norms

Those doing diversity and inclu-
sion work are aware of the need 
to identify the norms prevalent 
in the organisation and challenge 
them. 

The organisation is developing and has 
developed practices for supporting 
employees in identifying and challenging 
norms. 

The organisation maintains a diversity 
assumption: the organisation has 1) iden-
tified and challenged norms, and 
2) acknowledged the fact that any em-
ployee may be a member of different 
kinds of minority groups, and 3) acknowl-
edged that an employee’s work ability 
may vary. 

3. Employees
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Beginner Developer Advanced

3.12 Building an 
inclusive culture
– active 
bystander 
intervention

In diversity and inclusion work, 
the importance of role of those 
noticing inappropriate behaviour 
has been identified. Acknowledg-
ing instances of inappropriate 
behaviour is a prerequisite for 
building an inclusive culture and 
creating the preconditions for 
actively addressing problems. 

The organisation has discussed and is 
developing practices to give those notic-
ing inappropriate behaviour the skills and 
courage to do so in a respectful way.

The organisation actively supports 
respectful intervention in situations of 
inappropriate behaviour, and respectful 
intervention is regularly discussed. 

The organisation monitors experiences 
of successes and challenges related to 
addressing inappropriate behaviour with 
the aim of addressing the challenges. 

3.13 Building an 
inclusive culture 
- language 
awareness 

In diversity and inclusion work, 
a need to consider the role of 
language in building an inclusive 
culture has been identified. 

The organisation is developing and has 
developed practices for strengthening 
inclusiveness via language as well as the 
language awareness of employees. The 
existing practices are used occasionally. 

The organisation has practices for 
supporting inclusiveness from the per-
spective of language, and they are used 
systematically. 

The realisation of inclusion from the 
perspective of language is monitored and 
challenges are addressed.  

3.14 Tools and 
instructions 
in case of 
discrimination 

In diversity and inclusion work, 
a need to develop instructions 
for different discrimination and 
harassment situations, as well as 
increase employees’ awareness 
about the instructions, has been 
identified. 

The organisation is developing and has 
developed operating instructions for 
different discrimination and harassment 
situations. There is occasional communi-
cation about the instructions in different 
situations. 

The organisation has instructions on 
what to do in different kinds of situations 
involving discrimination and harassment, 
and there is regular communication 
about them in different channels. 

The organisation uses an anonymous 
channel for reporting discrimination and 
harassment. 

3. Employees
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Beginner Developer Advanced

3.15 Physical 
premises

In diversity and inclusion work, 
the need to consider the impact 
of an organization’s physical 
premises on the experience of 
inclusion has been identified.

For example: accessibility, gender 
neutrality and safety.

The organisation is developing and has 
developed practices for ensuring the in-
clusiveness of the organisation’s physical 
premises. The practices are used occa-
sionally. 

The organisation systematically takes 
inclusion into account in terms of physical 
premises in relation to different groups 
- not just with the current employees in 
mind, but also potential future staff.

The realisation of inclusiveness with 
regard to physical premises is monitored 
regularly and challenges are addressed. 

3.16 Job 
accommo-
dations

In diversity and inclusion work, a 
need to develop practices to ad-
just work has been identified, and 
job accommodations are imple-
mented as needed. 

The organisation is developing and has 
developed practices for taking job accom-
modations into account more systemati-
cally.

The organisation is developing communi-
cation for raising employees’ awareness 
of the possibilities and processes related 
to job accommodations. 

The organisation has a clear process, 
budget and persons responsible for im-
plementing job accommodations. 

The organisation has systematic and 
clear internal and external communica-
tions about the process, possibilities and 
persons responsible for job accommoda-
tions.

The organisation monitors the success of 
job accommodations.

3. Employees
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Beginner Developer Advanced

3.17 Sexual 
and gender 
minorities in the 
workplace 

In diversity and inclusion work, 
a need to increase employees’ 
awareness of sexual and gender 
minorities has been identified. 

The organisation is developing and has 
developed ways of increasing employees’ 
awareness of sexual and gender minori-
ties. Some initiatives are in use. 

The next measures are being planned. 

The organisation has well-defined prac-
tices for increasing employees’ awareness 
of sexual and gender minorities, taking 
the inequalities within the LGBTQ+ com-
munity into account. 

The organisation has various practices to 
support the opportunities of sexual and 
gender minorities in working life. 

The organisation communicates regularly 
and publicly about its support for differ-
ent sexual and gender minorities over 
different channels. 

3. Employees
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Beginner Developer Advanced

3.18 Combining 
family and work

In diversity and inclusion work, a 
need to take diverse family situ-
ations into account and develop 
practices to support combining 
family and work has been identi-
fied. 

The organisation is developing and has 
developed some practices to support 
combining family and work, taking the 
diversity of families into account. 

The practices that have already been de-
veloped are utilised and there is commu-
nication about the topic. 

The organisation has well-defined prac-
tices that support combining family and 
work throughout the employee’s life 
cycle, taking the diversity of families into 
account. 

The organisation has a systematic moni-
toring system for ensuring that using the 
different forms of support for combining 
family and work does not lead to discrim-
ination. 

In everyday situations and the organi-
sation’s culture, employees are actively 
encouraged to take advantage of the 
different forms of support for combining 
family and work as well as the flexibility 
available. Supervisors know how to act 
professionally in different situations relat-
ed to combining family and work and take 
a constructive approach towards resolv-
ing situations. 

3. Employees
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Beginner Developer Advanced

3.19 Boundaries 
between work 
and leisure time 

In diversity and inclusion work, 
a need to develop practices to 
support employees in drawing 
boundaries between work and 
leisure time, while taking em-
ployee diversity and diverse life 
situations into account, has been 
identified.  

The organisation is developing and has 
developed practices for supporting em-
ployees in drawing boundaries between 
work and leisure time while taking em-
ployee diversity into account. 

The existing practices are utilised and 
there is communication about the topic. 

The organisation has well-defined prac-
tices for setting boundaries between 
work and leisure time; the practices take 
employee diversity into account. 

The organisation monitors the career 
impact of practices that support setting 
boundaries between work and leisure 
time, and ensures that their use does not 
lead to discrimination. 

The organisation communicates system-
atically about the different solutions for 
setting work life boundaries, and every-
one is encouraged to use the practices 
that best suit their needs.

3. Employees
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4.  
Customers, users and other collaboration partners

Beginner Developer Advanced

4.1 Research and 
development

In diversity and inclusion work, 
a need to take diversity into 
account in research and develop-
ment has been identified.

The organisation is developing and has de-
veloped practices for ensuring that diver-
sity is taken into account in research and 
development activities, e.g. in relation to 
work force composition and research data. 

The organisation has well-defined prac-
tices that support taking diversity into ac-
count in research and development. The 
practices are used systematically, and the 
effects are monitored. 
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Beginner Developer Advanced

4.2 Product 
and service 
development

In diversity and inclusion work, 
a need to take the diversity of 
users into account in product and 
service development has been 
identified. Ways to develop the 
inclusiveness of products and ser-
vices are discussed. 

The organisation is developing and has 
developed some practices for taking the 
diversity of users into account in product 
and service development. 

The developed practices are in use, and 
the organisation communicates about 
them. 

The organisation has practices for ensur-
ing that the diversity of users is taken into 
account in all product and service devel-
opment.

The organisation systematically moni-
tors the success of diversity practices in 
development of the product and service 
offering.

The organisation systematically commu-
nicates to different stakeholders about 
diversity practices in product and service 
development (e.g. responsibility commu-
nications). 

4. Customers, users and other collaboration partners
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Beginner Developer Advanced

4.3 Sales and 
marketing 

In diversity and inclusion work, a 
need to take diversity into ac-
count in sales and marketing has 
been identified. 

The organisation is developing and has 
developed practices that take diversi-
ty into account in sales and marketing, 
avoiding stereotypes and challenging 
norms. 

The organisation increases its expertise 
regarding different minority groups as 
customers. 

The organisation actively communicates 
to customers about the ways in which 
diversity has been taken into account in 
products and services.  

The organisation has practices for ensur-
ing that diversity is taken into account in 
sales and marketing, that norms and dis-
criminatory assumptions are challenged. 

The organisation systematically monitors 
the success of inclusiveness in sales and 
marketing. 

The satisfaction and needs of existing 
and potential customers in different 
groups are monitored. 

The organisation systematically com-
municates to customers about the ways 
in which diversity has been taken into 
account in products and services.  

4.4 Purchasing
and
subcontracting

A need to pay attention to diversi-
ty in selecting subcontractors has 
been identified. 

The organisation is developing and has 
developed subcontracting instructions 
that to some extent take diversity and 
inclusion into account. 

The organisation uses subcontracting 
instructions that systematically take 
diversity and inclusion into account in all 
subcontracting. 

The activities of subcontractors are mon-
itored, and if there is any wrongdoing, the 
organisation has contractual and other 
means of raising the issue in negotiations 
with the subcontractor. 

4. Customers, users and other collaboration partners
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Beginner Developer Advanced

4.5 
Communication 

A need to take diversity and 
non-discrimination into account 
and apply a norm-critical ap-
proach in communication has 
been identified. 

The organisation is developing and has 
developed practices that support taking 
diversity and non-discrimination into 
account and applying a norm-critical ap-
proach in communication. The practices 
are used in some of the communication. 

The organisation has well-defined practic-
es that are systematically used in all com-
munication to ensure that diversity and 
non-discrimination are taken into account 
and a norm-critical approach is applied. 

The effectiveness of the practices is mon-
itored by various methods.  

4.6 Community 
relations

A need to take community rela-
tions into account as a part of 
diversity and inclusion work has 
been identified. 

The organisation is developing and has 
developed community relations that sup-
port diversity and inclusion work. 

The organisation regularly cooperates 
with different communities with the goal 
of promoting diversity and inclusion in 
working life. 

A budget has been reserved for commu-
nity relations that promote diversity and 
inclusion, and the effects of the commu-
nity relations are monitored.  

The organisation shares its expertise and 
communicates about its goals and prac-
tices in its community relations initiatives. 

4. Customers, users and other collaboration partners
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