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PURPOSE 
This tool is meant to be a reflective document to help you 
think about what plays you might be doing well on, and 
where extra attention may be needed. It is meant to serve 
as a rapid diagnostic tool to help prioritize plays to action. 

WHO IS THIS FOR 
This tool is meant for DEI and HR leaders who are working 
to advance belonging in their organization. 

There is also a diagnostic for individual business leaders 
and actions individuals can take here. 

INSTRUCTIONS 
• Read through and answer the following questions. 

This diagnostic is meant to be a quick read on your 

thoughts. 

• Once you have answered all the questions, review the 

ones you are doing ‘never’ / ‘not at all’, ‘sometimes’ / 
‘somewhat’, or ‘no’. Circle them. 

• Then use the playbook to identify the related plays in 

the playbook with more detailed information to put 
into action. 

• Use this diagnostic periodically (e.g., every six months) 
as situations may change and to check in on how 

actions are going. 

https://www.egalresources.com/belonging


4. To what extent are workplace spaces for breast 
pumping and prayer/meditation practices private, 
comfortable, and accessible to all who need them? 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 

5. For any spaces where food is provided, how often 
are food restrictions accommodated (e.g., kosher, 
allergens)? 

Never   

Sometimes 

Usually    

Always   

N/A 

6. To what extent are pictures/images on office walls, 
the website, etc., representative of different identities 

(e.g., related to gender, race, ability, age, etc.)? 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 

7. To what extent are images or illustrations for external 
purposes representative of different identities (e.g., 
related to gender, race, ability, age, etc.)? 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 

QUESTIONS 

INCLUSIVE WORK ENVIRONMENTS 

1. For all-hands meetings, how often are hybrid (virtual 
and in-person) options available? 

Never   

Sometimes 

Usually    

Always   

N/A 

2. For all-hands meetings, how often are pause points 
provided for virtual attendees to speak up and 
closed captioning options? 

Never   

Sometimes 

Usually    

Always   

N/A 

3. In thinking about the spaces where employees can 
meet up and connect, how accessible are they for 
people with differing physical abilities and safe for all? 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 



8. Does your organization offer employees workshops 

on practicing precise and inclusive language in day-
to-day communications? 

No 

Yes 

N/A 

9. For job descriptions, how often are checks 
conducted to ensure that all language is inclusive 
and respectful of different identities? 

Never   

Sometimes 

Usually    

Always   

N/A 

10. In marketing and product design, how often are 
checks conducted to ensure that all language is 
inclusive and respectful of different identities? 

Never   

Sometimes 

Usually    

Always   

N/A 

11. To what extent are pronouns normalized and 
encouraged in email signatures? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

12. To what extent do you think employees are able to 
share and easily go by their preferred name when it 
differs from their legal name? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

13. For global teams, to what extent is the organization 
supportive and inclusive of different languages, 
including by developing resources in languages 
relevant to different geographies? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

CONNECTIVITY OPPORTUNITIES 

14. How often are employees given formal and informal 
opportunities to connect with each other across the 
organization? 

Never   

Sometimes 

Usually    

Always   

N/A 



15. For these opportunities, to what extent are they 
accessible and inclusive of different cultures and 

personal life responsibilities (e.g., caretaking)? 

Not at all 

Somewhat 

Moderately 

Extremely 

N/A 

16. How often are formal mentorship programs both 
offered and made accessible to employees across 

the organization? 

Never 

Sometimes 

Usually 

Always 

N/A 

17. To what extent is your organization supportive 
of the creating employee resource groups (ERGs), 
including by providing meeting spaces and 
resources for them? 

Not at all 

Somewhat 

Moderately 

Extremely 

N/A 

18. How often are spaces provided for employees to 
celebrate and learn about each other’s cultures 
and identities (this could be in conjunction with 
ERGs or not)? 

Never 

Sometimes 

Usually 

Always 

N/A 

ORGANIZATIONAL VALUES & PRINCIPLES 

19. To what extent is your organization’s mission, vision, 
and purpose clearly communicated to employees? 

Not at all 

Somewhat 

Moderately  

Extremely 

N/A 

20. To what extent are employees aware of how their 
work links to the broader organizational mission 
and goals? 

Not at all 

Somewhat 

Moderately 

Extremely 

N/A 

21. To what extent are organizational values/principles 
linked to employee expectations and responsibilities 
(e.g., such as in performance reviews)? 

Not at all 

Somewhat 

Moderately 

Extremely 

N/A 



22. To what extent are expectations regarding 
welcomed and unacceptable attitudes and behavior 
(what we call “standards of citizenship”) made clear? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

23. How often are leaders and managers modeling 
these values, principles, and expectations? 

Never   

Sometimes 

Usually    

Always   

N/A 

ACKNOWLEDGMENT & ACCOUNTABILITY STRUCTURES 

24. To what extent are people both recognized and 
rewarded for doing well in their jobs? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

25. Are robust pay equity analyses conducted to ensure 
pay is allocated fairly? 

Never 

Sometimes 

Usually 

Always 

N/A 

26. Are all employees provided with transparent 
information on their career development and 
internal opportunities for growth? 

No 

Yes 

N/A 

27. For employee performance reviews, are processes 
reviewed and approaches built in to ensure that 
bias (related to identity and remote work status) is 
prevented or mitigated? 

No 

Yes 

N/A 

28. In performance reviews for managers and leaders, 
are they assessed for their ability to support 
belonging among other employees and team 
members? 

No 

Yes 

N/A 

29. Are all employee performance reviews assessed on 
abilities to support peers, including helping them 
feel seen and heard? 

No 

Yes 

N/A 



33. To what extent do all employees feel comfortable 
taking full advantage of the caretaking benefits 

available to them? 

Not at all   

Somewhat   

Moderately    

Extremely 

N/A 

34. To what extent are employees’ expressed needs and 
concerns (related to working location and hours) 
being met by the flexible work opportunities your 

organization offers? 

Not at all   

Somewhat   

Moderately    

Extremely 

N/A 

35. To what extent are healthy boundaries between 
work and personal life for employees encouraged? 

Not at all   

Somewhat   

Moderately    

Extremely 

N/A 

36. To what extent are employees comfortable taking 
advantage of “protected time” for mental and 
emotional well-being, learning, and development? 

Not at all   

Somewhat   

Moderately    

Extremely 

N/A 

30. How often are leaders and employees who 
demonstrate and practice behaviors that advance 
belonging recognized and rewarded? 

Never   

Sometimes 

Usually    

Always 

N/A 

31. How often are leaders and employees who foster 
toxic workplaces held accountable and penalized 
appropriately? 

Never   

Sometimes 

Usually    

Always 

N/A 

WORK-LIFE BOUNDARIES 

32. Are caretaking benefits—including paid parental 
leave and caretaking support—provided for all 
caretakers (including parents, those taking care of 
family / chosen family)? 

No 

Yes 

N/A 



LASTLY, PUTTING EQUITY FLUENT LEADERSHIP INTO 
PRACTICE 

37. When employee surveys are conducted, are the 
overall results and next steps communicated to 
employees via multiple channels (e.g., all-hands 
meetings, blog posts, emails from the CEO) 

Never   

Sometimes 

Usually    

Always 

N/A 

38. To what extent is employee feedback taken into 
account and addressed? 

Never   

Sometimes 

Usually    

Always 

N/A 

39. Are managers and leaders required to go through 
training on inclusive leadership? 

No 

Yes 

N/A 

40. Are managers and leaders required to go through 
training on creating an organizational and team 
culture where all people feel psychologically safe? 

No 

Yes 

N/A 

This tool was developed by Genevieve 

Smith, Jasmine Sanders, and Ishita 

Rustagi (2022).  It is an accompanying 

resource of the Advancing Belonging 
in Organizations: An Equity Fluent 
Leadership Playbook of the Center for 

Equity, Gender & Leadership (EGAL) at 
Berkeley Haas. 
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