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Transparent data is a powerful accelerator of change, encouraging accountability, reinforcing trust, and 
empowering people to advocate for themselves and others. Transparency is particularly impactful for 
diversity, equity, and inclusion (DEI) and an answer to the call for companies and organizations to focus on 
equity, inclusivity and belonging. 

The WBC DEI Snapshot is the first of its kind tool which aggregates and analyzes  publicly available data 
on DEI in companies. By collecting and evaluating information in DEI and ESG reports, EEO-1 data and 
on company websites WBC has analyzed what companies are saying in terms of their commitment and 
progress in DEI. The goal of our analysis is to determine what information on DEI companies are making 
public.

To achieve this goal, Women Business Collaborative (WBC) analyzed a total of 553 companies: across 28 
metrics focused on DEI and where and how companies are publishing information on their commitments. 
The companies assessed included the  Fortune 500 companies, as well as 53 randomly selected public 
and private companies from other indices

Our analysis found that, as of November 2022, almost 90% of the companies in our dataset publicized 
at least some data around gender and diversity of their workforce, with almost half (47%) publishing their 
full EEO-1 report. The EEO-1, mandated by the EEOC, is an annual data collection requirement for  all 
employers with 100 or more employees to submit demographic workforce data, including data by race/
ethnicity, sex, and job categories. 

Key findings around transparency include:

• 34% published a separate DEI Report.

• 47% published their EEO-1 reports.

• 84% included DEI in their CSR or ESG/Sustainability report.

• 70% of CEOs made a public commitment to DEI.

• 47% stated DEI in mission/vision/values.

• 53% stated DEI goals.

EXECUTIVE SUMMARY
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The analysis also measured how companies indicated they are doing in terms of: leadership 
and company commitment to diversity; equity and inclusion; workforce composition; 
leadership and development; pay equity; recruitment, retention and promotion; supplier 
diversity; and social impact.

Of the 553 companies analyzed WBC found the following:
• 77% tracked employee diversity.
• 65% broke out data by demographic.
• 51% broke out data by gender and race (intersectional).
• 77% provided leadership development specifically for women, including    

 mentorship.
• 32% conducted pay equity assessments.
• 7% tied executive pay to DEI.
• 40% had debiased hiring and promotion procedures.
• 47% directly sourced talent from underrepresented groups.
• 86% practiced non-discriminatory recruiting.
• 22% published employee engagement survey results.
• 30% tracked supplier diversity spend.
• 37% engaged in social impact that benefit women.
• 10% published the amount of philanthropic dollars towards women’s causes.

EXECUTIVE SUMMARY
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Shareholders, consumers, and employees are increasingly looking for companies to be more 
transparent in their workforce demographics, pay, and other DEI measures. Pledges and 
commitments are no longer enough. Companies need to walk the talk.  

Recently, some proxy statements have begun including diversity data – a measure of its 
importance in the markets. These demands for transparency will only increase in the coming 
years as more companies disclose their data and peer pressure mounts. 

In response to these growing trends and to the increasing need for greater DEI transparency, 
Women Business Collaborative (WBC), partnered with Gender Fair and the University of 
New Haven Pompea College of Business (UNH) to commission a groundbreaking project to 
investigate transparency around DEI reporting. The project researched DEI reporting of 553 
companies from the Fortune 500, and from 53 randomly selected public sector and private 
companies. Using only public data from companies’ websites and corporate reports, the team 
assessed the companies on transparency and other DEI metrics (see Appendix A). The team 
collected 28 raw data points, ranging from highly generalized data (e.g., whether a company 
has a stand-alone DEI report), to very specific data (e.g., dollars or  percentage of total  
dollars spent on diverse suppliers, by category). The researchers analyzed not just the reports 
themselves, but also the accessibility of this information on the company’s website. 

This briefing document includes an explanation of:
1) The Methodology Behind the Research

2) How Transparent Each Company Is

3) Best practices 

4) Key findings and insights

This research is aligned with WBC’s action initiatives, aimed to measure progress against 
our targets and the importance for all companies and organizations to:

• Demonstrate commitment regarding DEI. 

• Increase the number of women on Boards, in the C-Suite, and in technology roles.

• Work towards full gender and pay parity.

• Support equal access to capital for women.

• Ensure all women in the pipeline receive the support to grow and thrive. 

BACKGROUND
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This study included 553 companies: all the companies in the Fortune 500 plus 26 S&P 500 
companies, 7 Russell 3000 companies and 20 private companies. The 53 companies outside 
the Fortune 500 were randomly selected. All companies were measured against the following 
categories of transparency: 

1)     CEO Commitment to DEI 

2)     DEI as part of Mission/Vision/Values 

3)     Diversity Progress tied to Executive Compensation 

4)     Stated Goals for DEI 

5)     DEI Tracking and Reporting including EEO-1 

6)     Leadership Development & Inclusion 

7)     Pay Equity 

8)     Employee Engagement Survey 

9)     Supplier Diversity Reporting 

10)  Women-Centered Philanthropy/Investment 

11)  Recruitment, Retention and Promotion Practices and Results 

The UNH team collected data from each company’s website and then analyzed and scored each 
company across the 20 metrics based on its transparency in disclosing DEI data. 

The team finalized the research at the end of November 2022. The DEI Report Repository (add 
link)includes all publicly available 2021 and 2022 DEI reports and EEO-1 reports, where available. 
It also contains links to 258 EEO-1 reports, 131 DEI reports, and 383 ESG/CSR reports, as of 
October 2022.  

Findings from this research indicate that disclosure of gender and intersectional data is not 
consistent across all companies. Some publish their full EEO-1 reports, while others disaggregate 
data by one or two demographic groups. Without standardized reporting, it is difficult to make 
comparisons across companies and industries. Nonetheless, several  trends and specific initiatives 
did come to light because of the research, making this brief a valuable resource for where we are 
and where we need to go in terms of achieving greater DEI transparency.

METHODOLOGY
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Leadership Commitment:
• 70% of CEOs of companies surveyed made a public commitment to DEI   

 efforts. Many also made commitments to transparency and accountability.

• 47% explicitly stated that DEI was a strategic business priority within their  
 organization’s mission, vision and values.

• 53% of companies made a future commitment related to specific DEI goals.

• 7% included executive pay or bonuses tied to diversity goals (including on  
 proxy  statements).

Workforce Composition:
• 34% of the companies surveyed produced a DEI report. Of companies not  

 publishing a separate DEI report, 84.4% published  DEI data elsewhere,   
 including in their CSR/ESG report. 

• 47% publicly shared their EEO-1 report. 

• 64% break out employee data by demographic groups without referencing  
 gender, whereas 49% of the companies provided intersectional data, broken  
 down by both gender and demographic groups.

• 76% reported that they track employee diversity.

DETAILED FINDINGS
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Leadership Development & Inclusion:
• 76% of the companies surveyed provide access to leadership development  

 programs for women, including mentoring.

• 58% have networks for women, such as ERGs and/or mentoring.

Pay Equity:
• 30% of the companies  indicated they conduct regular independent pay   

 equity analysis, publish any gaps and ensure adjustments are made to close 
 those gaps.

Recruitment, Retention and Promotion:
• 40% of companies surveyed have hiring processes that remove biases,   

 such as diverse candidate slates and interviewers, anonymized reviews   
 and standardized interview questions. Several companies see non-traditional  
 backgrounds and experience  as equivalent to education.

• 86% ensure non-discrimination in recruiting and 46% actively recruit and   
 partner with underrepresented associations and colleges.

• Many companies measure and publish involuntary and voluntary turnover, by  
 gender and race/ethnicity.

DETAILED FINDINGS (continued)
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Supplier Diversity:
• 30% of the companies assessed shared their supplier diversity spend. Most  

 provided spend in terms of amounts, broken down by group, with many   
 including percentages.  

• 37% engage in social impact that benefit women.

Employee Benefits:
• Most companies provide competitive benefits for employees with the   

 majority covering paid family leave, mental health support, flexible work   
 hours and backup childcare. 

• 5% of companies state that they will cover reproductive healthcare.

Community - Philanthropy/Investment:
• 37% of the companies assessed have social impact initiatives that benefit  

 women and girls, including women of color outside the company. Of those, 8 
 % report the dollar amount in which they invest in these initiatives. Most   
 programs are related to investing in STEM education, health and financial   
 wellness/equity.

• Advocacy was mostly related to racial equity with a few companies    
 advocating for federal paid family leave.

DETAILED FINDINGS (continued)
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WBC, along with Gender Fair and UNH, created a scorecard based on 20 of the metrics.  The 
scoring rubric for transparency and broader metrics are both annexed to this briefing. (Annex A 
and B)  Based on this rubric, 10% of companies are “Transparent” or “Very Transparent” when it 
comes to Gender Equality & DEI.

SCORECARD FOR TRANSPARENCY

Scoring Value System

Company Count % Score Grade Designation

12 2% 18-20 A Very Transparent

46 8% 15-17 B Transparent

207 38% 10-14 C Somewhat Transparent

288 53% 0-9 D Not Very Transparent

The top four “most transparent” Industries include commercial banks, financial data services, 
chemicals and pharmaceuticals.  

COMPANY INDUSTRY

1. Procter & Gamble Consumer Goods

2. IBM Information Technology

3. PepsiCo Food Consumer Goods

4. Prudential Financial Financial Data Services

5. Bank of Ameirca Commercial Banks

6. Biogen Biotechnology

7. Boeing Aerospace & Defense

8. Citigroup Commercial Banks

9. Clorox Household & Personal Products

10. Coca-Cola Beverages

11. HP Computers & Office Equipment

TOP 58 COMPANIES
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SCORECARD FOR TRANSPARENCY (continued)

COMPANY INDUSTRY

12. Lowe's Retail

13. Abbott Medical Products & Equipment

14. Bristol-Myers Squibb Pharmaceuticals

15. Carrier Global Industrial Machinery

16. Colgate-Palmolive Household & Personal Products

17. Intel Semiconductors & Other Electron-
ic Components

18. McDonald's Food Services

19. Microsoft Computer Software

20. PPL Energy

21. Uber Technologies Internet Services & Retailing

22. Alexion Pharmaceuticals Pharmaceuticals

23. BlackRock Financial Services

24. Boston Scientific Medical Products & Equipment

25. Capital One Financial Commercial Banks

26. CBRE Group Real Estate

27. Centene Healthcare: Insurance & Managed 
Care

28. Cigna Healthcare: Insurance & Managed 
Care

29. Chipotle Mexican Grill Food Services

30. CVS Health Healthcare: Insurance & Managed 
Care

31. JPMorgan Chase Commercial Banks

32. Marriot International Hotels, Casinos, and Resorts

33. Moody's Financial Services

34. PPG Industries Chemicals
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SCORECARD FOR TRANSPARENCY (continued)

COMPANY INDUSTRY

35. Raymond James Financial Financial Data Services

36. Truist Financial Commercial Banks

37. Verizon Telecommunications

38. American Express Financial Services

39. Air Products & Chemicals Chemicals

40. Altria Group Consumer Products

41. AT&T Telecommunications

42. Cardinal Health Wholesalers: Health Care

43. Caterpillar Construction & Farm Machinery

44. CF Industries Chemicals

45. Consolidated Edison Utilities: Gas & Electric

46. General Motors Automotive

47. Interpublic Group of Compa-
nies

Advertising / Marketing

48. Johnson & Johnson Pharmaceuticals

49. Mastercard Financial Data Services

50. Merck Pharmaceuticals

51. Micron Technologies Semiconductors & Other Electron-
ic Components

52. PayPal Financial Technology

53. 3M Chemicals

54. Target General Merchandisers

55. Union Pacific Railroad Railroads

56. United Rentals Miscellaneous

57. Walmart General Merchandisers

58. Williams Companies Pipelines
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COMPANY BEST PRACTICES

In addition to transparency, the research sought to gain perspectives on overall progress in 
implementing DEI actions and initiatives among the surveyed companies. A number of companies 
self-reported on incorporating best practices to actively advance DEI. Among them:

Procter & Gamble: The company has spent $1 billion with women-owned businesses. P&G 
leverages their massive spending and voice in media through an accurate portrayal of women 
and girls – to create culture change around the world. Every brand has a purpose – mostly 
related to women’s empowerment (e.g., Always Sanitary Napkins to keep girls in school).  P&G  
also demonstrates its transparency with strong gender balance in leadership and with generous 
benefit packages, including equal parental leave for fathers and mothers.

IBM:  The company requires accountability for leaders as outlined in IBM’s 2022 Proxy Statement:  
“to measure our executives globally in their annual incentive program with a modifier for 
diversity results.” Additionally, they are strong advocates for federal paid family leave and re-
entry programs after career breaks.

Citi: The company discloses both adjusted and unadjusted pay gaps. They leverage diverse 
interview slates and 41% of positions are filled with internal talent. Citi uses its corporate voice 
for advocacy to effect social change – racial, pay equity, gun control, immigration, and LGBTQ 
issues. They provide generous benefits including sabbatical programs and encourage their top 
suppliers to publish their ESG reports.

Coca-Cola: They doubled their spending with minority owned media companies. 10% of spending 
($10.9M) went towards women’s empowerment contributions. Their foundation enabled the 
economic empowerment of more than 6 million women.

What Sets Best Practices Apart?
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COMPANY BEST PRACTICES (continued)

HP:  Working to achieve greater equality in their “ecosystem,” they require that 10% of  HP 
supplier account team members be black. HP provides reverse mentoring on culture/DEI with 
board members and  executives. HP also recently reported their CEO pay ratio against their 
median employee’s annual total compensation (306:1). Additionally, employees receive financial 
incentives for their own well-being activities/lifestyle.

Intel: The Equal Employment Opportunity Commission (EEOC) does not require employers 
to file EEO-1 pay data, but Intel believes it is important to disclose it publicly. “We must be 
transparent with our data to hold ourselves accountable and encourage industrywide action.”

Bank of America: Their DEI Commitment starts at the top with board and senior leadership 
reviewing progress. Their CEO has chaired the Global Diversity & Inclusion Council since 2007. 
Leadership Councils, Employee Networks, and external partnerships ensure accountability. Bank 
of America offers generous benefits with credit given towards health premium based on active 
lifestyle. Their employee relief fund supports spousal hardship. 

Microsoft: Employees are surveyed twice a year. The focus is on more than just engagement. 
It is on the employee experience and whether employees are thriving.  Tracking is year over 
year. “We believe transparency fuels accountability and accountability builds trust”.  Microsoft 
has shared pay equity data since 2016 in the US and now globally. The company also prohibits 
asking candidates their salary histories. Employees are provided with nontraditional career 
paths in technology and training support. Generous benefits also include coverage outside of 
restrictive states. (e.g., travel and expense for out-of-state abortion/gender affirming healthcare).  
Additionally, Microsoft requires suppliers to provide a minimum of 10 weeks paid family leave to 
their employees.

Uber: They self-ID to include education, and caregiver status. They measure how many positions 
are filled internally (30%) and offer employees three work options: Fully remote, Hybrid and 
Work in Office.

Bristol Myers Squibb: They have committed $150M per year to advance I&D and Health Equity. 
They report on diverse supplier spending by group (women, veterans, disability, LGBT). Their 
Skills2Give program provides $1Million pro bono services by employees. They are advocates of 
diverse representation in clinical trials using diverse investigators.

Walmart: The company participates in the Women’s Business Enterprise National Council 
(WBENC) supporting the outreach and development of women of color. They have increased 
their hourly wage to $16. Their Supplier Inclusion department states that $13.3 billion in goods 
and services are sourced from approximately 2600 diverse suppliers. Additionally, they have 
accelerated receipt of invoice payments for small suppliers to receive payments within 48 hours 
of submission. 
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SIGNIFICANT TAKEAWAYS

Although there is no standard reporting, we do see common themes that top scoring companies 
share publicly when it comes to gender equality and DEI. Several companies go to great 
lengths to define terms for their readers up front via a glossary and to include gender balance 
race/ethnicity, job categories, median and equal pay for equal work. For example, Microsoft 
distinguishes population versus representation and defines ethnic and gender categories, 
across all levels within the organization. Self-identification is a key factor in their data disclosures 
through voluntary and confidential self-identification of  gender pronouns, military status, sexual 
orientation, race and ethnicity.

Some other common denominators of best practice companies include:

1) Strong DEI commitment from the top: Data transparency and accountability 
measures are evident through statements from the CEO,  included in corporate mission/
vision/values as well as in tying executive compensation to diversity goals. This includes 
board reviews, publishing data on proxy statements, and other visible leadership 
commitments and goals/targets.

2) Ongoing measurement and goal setting:  Many companies are adding new and 
expanded ways for employees to confidentially self-identify – e.g., multi- racial and 
gender identities, military status, and disabilities. This workforce data also includes 
goals to be achieved within a stated timeline. Some are measuring representation and 
percentage of growth of female and underrepresented groups in the US and globally 
against population growth.  Data includes total headcount, new hires, and turnover 
categorized by region, by gender and ethnic group, year over year with commitments 
by 2025 and 2030.

3) Pay Equity: Best practice companies conduct annual Pay Equity reviews, many 
via an independent  third  party, with adjustments for any pay discrepancies. Often 
companies share compensation data for internal and external job postings. Several 
companies reflect total pay to include base plus bonus and stock awards. Also a few 
companies disclose unadjusted differences in median total pay which is more indicative 
of representation for women and ethnic minorities in higher earning roles (e.g., 
Microsoft). Some companies ensure a living wage, and disclose minimum pay for hourly 
workers (e.g., Walmart). The goal for these best practice companies is ensuring a living 
wage, while maintaining 100% pay equity through ongoing independent reviews and 
adjustments between genders globally and in the United States by race/ethnicity.

4) Career/Leadership Development: To support DEI goals and create inclusive 
work environments, best practice companies are increasingly creating ERGs/BRGs or 
affiliate groups of employees who share commonalities such as gender, race or sexual 
orientation Among the companies analyzed, more than half have created ERGs. This 
reflects an important development ERGs  are having a positive impact on inclusion 
and on improving hiring and retention practices. ERGs are also leveraged to reach 
target customers in corporate marketing efforts. Most companies have instituted robust 
training for future skills, leadership, mentoring and sponsorship, and are also disclosing 
the percentage of eligible employees participating in each of these programs.
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SIGNIFICANT TAKEAWAYS (continued)

5) Employee Benefits: have increased during Covid, and many were added to include 
physical and mental well-being support, in addition to paid leave, backup childcare, 
flexible work and returnship programs. These benefits are now being included within 
the DEI report, not just on the career/job posting sites.  Only 5% publicly share that they 
will support reproductive and/or gender-affirming healthcare.

6) Transparency on Recruitment, Retention and Promotion: These are important 
metrics including both voluntary and involuntary turnover, and corporate efforts to retain 
underrepresented groups. Sourcing talent from historically black colleges/universities 
and associations is a common theme for most companies. Additionally, partnering with 
community organizations to reach non-traditional talent pipelines such as veterans and 
the formerly incarcerated is becoming more common; as is providing them with necessary 
skills and internships. Many companies also disclose the percentage of promotions or 
open positions filled from within, as filling the pipeline with internal candidates is a 
strong indicator of investment in its people.

7) Employee Engagement: Best practice companies seek and share ongoing employee 
feedback via employee surveys and then publish participation rates and results year 
over year. Daily ‘pulse surveys’ to a smaller subset of employees, complement annual 
engagement surveys. Some companies have created an ‘Inclusion Index’ to share results 
by gender and race. Participation rates in unconscious bias/conscious and inclusion/
Allyship training and programs are sometimes shared.  

8) Supplier diversity: Best practice companies engage their ecosystem of suppliers to 
improve the lives of underrepresented groups by spending with diverse suppliers, many 
sharing the dollar amount and percentage towards women-owned business (and other 
groups).  Many are members of Billion Dollar Roundtable, a coalition of corporations 
committed to spending at least $1 billion  with women and minority owned businesses. 
A few companies break  supplier diversity spending down by women and minority 
owned businesses (black, veterans, LGBTQ groups).  Best practice companies share 
year over year growth and future targets for  spending within various categories.

9) Community Engagement and Investment:  Best practice companies focus on a 
variety of areas including social justice non-profits, economic development, financial 
literacy, affordable housing and access to capital for black women entrepreneurs.  
Initiatives most frequently take the form of grants, loans and investments. As related 
to women and girls, most corporate focus is on STEM education. Many measure both 
community impact and employee participation in donations (which are matched) and/
or volunteer hours as well as local, national and global support.

10) Advocacy: Advocacy efforts are mostly focused on racial equity and/or gender 
equity. Companies try to influence change by protecting the  health, safety and rights of 
employees and the community they serve. Their support includes voting rights, LGBTQ 
rights, Dreamers and those with disabilities. A few companies are advocating for federal 
paid parental leave.
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RECOMMENDATIONS

• Publish intersectional data and goals, including new hires, retention (voluntary and 
involuntary) and promotion from within. EEO-1 is the easiest report to disclose workforce 
composition. By sharing progress, a company makes a commitment to a diverse, 
equitable, inclusive environment where employees feel as if they can participate in making 
improvements and also builds trust. 

• Disaggregate the numbers to tell the whole story on diversity & equity by breaking down 
data by demographic groups. Every individual’s experience is unique, and disaggregating 
the information allows the company to break down “diversity,” instead of approaching it 
as a monolith. 

• Ensure employees have the access to a confidential way to self-identify, including multi-
racial options, and breaking down the ‘Asian’ category. 

• Disclose pay equity for both adjusted and unadjusted total compensation, leveraging 
independent 3rd party experts. Consider sharing CEO pay against average median 
employee comp.  Prohibit asking compensation histories.

• Cultivate existing talent. Besides tapping into a broad spectrum of talent, provide 
development opportunities to promote leadership from within the organization. Best 
diversity practice companies don’t just attract new talent. They retain current staff, and 
measure turnover of gender and demographic groups. These companies track employee 
survey participation as well as results, year over year, along with training participation 
rates for eligible employees. 

• For external recruiting, leverage affiliate organizations, and historically black colleges, for 
under-represented candidates, and explore non-traditional career paths requiring higher 
education. Ensure that both diverse candidate slates and diverse interviewers are part 
and parcel of the recruitment and interviewing process.  

• Disclose spending with diverse suppliers by each demographic group, not just a total 
number or percentage. Include breakdowns by the percentage of total spending and 
compare year over year, with target Leverage the power of corporate procurement 
by encouraging suppliers to share their ESG data to accelerate transparency and 
accountability.

• Be specific on employee benefits, including paid time off (in weeks), hourly wage (dollars 
per hour), as well as participation rates (e.g., paternity leave) 

• Encourage employees to participate in the community via matching donations and 
volunteerism. Track participation and dollars donated. The more engaged employees 
are with causes of their choice, the happier and more productive they will be, resulting in 
higher retention.
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CONCLUSION

As we reflect on the past year, it is safe to say that 2022 continued the trend of transparency 
and accountability among corporations that are finding new ways to improve their DEI efforts. 
Despite the challenges of the Great Resignation, staffing shortages, ongoing COVID and an 
uncertain economic future, best practice companies continued to prove that DEI is a strategic 
business priority, and pressed even more to connect with their employees and the communities 
they served. Their efforts have not gone unnoticed, with these exceptional companies taking a 
front seat in inspiring others to do better.

Looking at 2023 and the years ahead, we are confident that more and more companies will 
embrace DEI as part of an integrated strategy and business imperative. The facts, figures and 
findings that have come to light as a result of the original research detailed in this brief support 
that optimism:

• More companies are becoming increasingly transparent in reporting their DEI initiatives and 
practices. As a result, they are holding themselves accountable both internally and externally 
and are also providing benchmarks for others to adapt to their own organizations.

• Based on this analysis of what organizations are publicizing, we are seeing more practices 
come to light that are in tune with the needs of diverse employees and under-served 
populations including women, people of color, those of various ethnicities, the LBGTQ 
community, veterans and people with disabilities. 

• As more companies “walk the talk,” attracting, retaining and promoting women at all 
organizational levels is likely to take a stronger hold.

• Previous empirical and anecdotal research has shown that for DEI initiatives to have a solid 
footing, they must have the whole-hearted support of CEOs and top management. The 
research reported in this brief shows more CEOs are spearheading DEI efforts and requiring 
buy in at all organizational levels.

However, while significant strides are being made, this snapshot of DEI in 553 companies also 
points to how much more needs to be done. Companies across the public and private space 
must be more forthcoming in sharing information about their DEI efforts so their management, 
their boards, their employees and all their stakeholders know where they are and where they 
need to go.   

Transparency, while crucial, is only one piece of the DEI story. With its unwavering commitment 
to DEI, Women Business Collaborative (WBC) will continue to be at the forefront of monitoring 
not just what companies say they are doing, but what they are  doing and how they are doing it. 
True to our own commitment to transparency, we will share our efforts and initiatives through a 
variety of communications including briefs, white papers, blogs, and website postings.

We look forward to a corporate landscape where DEI is constantly on the rise!
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APPENDIX

ANNEX A: DEI and Transparency Metrics 

1. Does the company produce a (separate) Diversity & Inclusion (or Diversity, or Diversity, 
Equity, and Inclusion) Report? 
2. Does the company publish any data on DEI as part of CSR or ESG report?
3. Does it break down employee data by gender AND demographic group?
4. Does the company make DEI an explicit priority in its mission/vision/value statement?
5. Has the CEO made a public commitment to include DEI as a business imperative/priori-
ty? 
6. Does the organization track and report employee diversity? 
7. Does it publish its EEO-1 report?
8. Does the company break out the data by demographic groups?
9. How many women of the total are on the board?
10. How many women of color are on the Board of Directors as a percentage of the total (if 
reported)?
11. What is the percentage of women on the leadership team OR executive committee--de-
pending on language company uses?
12. How many women of color are on the leadership team as a percentage of the total (if 
reported or if from EEO1 data)?
13.	 What	is	the	percentage	of	women	managers	--	as	defined	by	the	company?
14. What is the percentage of women in technical roles?
15. What percentage of the total workforce is women?
16. Does the company provide access to leadership development programs for women 
(may	include	mentorship,	sponsorship,	ERG/BRG	specifically	for	women)?
17. Has the company conducted a pay gap analysis? 
18. Does the company state its future goals on diversity or gender equality?
19. Are executive pay or bonuses tied to diversity goals? 
20. Does the company track and report how much it spends with diverse suppliers? 
21. what percentage of spend / or total dollar spend is with diverse suppliers?
22.	 Does	the	company	have	any	social	impact	initiatives	to	benefit	toward	women/girls/
WOC initiatives outside the company?
23. Does the company report how much it spends on any women/girl/WOC initiatives in 
dollars (or percentage of total philanthropy/revenue)?
24. Does the company have any hiring process to remove biases such as published salary 
ranges on job postings, anonymized review, standardized interview questions, experience 
valued equivalent to education? 
25. Does the company use various networks or sources for talent in underrepresented com-
munities? 
26. Does the company commit to ensure non-discrimination in its recruitment and hiring 
practices (e.g., job postings)? 
27.	 Does	the	company	provide	benefits,	specific	to	women?		List	all
28. Does the company publish the results of its employee engagement survey?
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APPENDIX (continued)

ANNEX B: Transparency Scorecard 
QUESTION SCORE

Does the company produce a separate DEI Report? 1 - Y
0 - N

Does the company publish any data on DEI as part of CSR, ESG, or other Report? 1 - Y
0 - N

Does the company make DEI an explicit priority in its mission/vision/value statement? 1 - Y
0 - N

Has the CEO made a public commitment to have DEI a business imperative/priority? 1 - Y
0 - N

Does the organization track and report employee diversity? 1 - Y
0 - N

Does it publish EEO-1 data? 1 - Y
0 - N

Does the company break out the data by demographic groups? 1 - Y
0 - N

Does the company's DEI report break down employee data by gender AND demographic 
groups? i.e., Black women, Latina women, or WOC

1 - Y
0 - N

Does the company provide equal access to training/leadership development or specific train-
ign to women?

1 - Y
0 - N

Has the company conducted a pay gap analysis? 1 - Y
0 - N

Are executive compensation and bonuses tied to DEI? 1 - Y
0 - N

Does the company track and report how much it spends with diverse suppliers? 1 - Y
0 - N

If yes to the above, what percentage of spend / or total dollar spend is with diverse suppliers? 1 - shared
0 - If not 
shared

Does the company have any social impact initiatives to benefit toward women/girls/WOC 
initiatives outside the company 

1 - Y
0 - N

Does the company report how much it spends on any women/girl/WOC initiatives in dollars 
(or percentage of total philanthropy/revenue)?

1 - Y
0 - N

Does the company have any hiring process to remove biases such as published salary ranges 
on job postings, anonymized review, standardized interview questions, experience valued 
equivalent to education?

1 - Y
0 - N

Does the company use various networks or sources for talent in underrepresented groups? 1 - Y
0 - N

Does the company offer any Employee Benefits specifically for women? 1 - Y
0 - N

Does the company publish the results of its employee engagement survey?  1 - Y
0 - N
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#WBCFASTERTOGETHER

Women Business Collaborative (WBC) is an unprecedented alliance 
of more than 77 women's business organizations and hundreds of 
business leaders building a movement to achieve equal position, 
pay, and power for all women in business. Through collaboration, 
advocacy, action, and accountability, we mobilize thousands of 
diverse professional women and men, business organizations, public 
and private companies to accelerate change. For more information 
on the Women Business Collaborative visit wbcollaborative.org


