Creative Equity Roadmap

A Framework for Organizations

Apply the GDEIB: The Global Diversity, Equity
and Inclusion Benchmarks

Creative sector organizations and companies are increasingly
taking visible steps to improve JEDDI practices, from staff
training and audience surveys to more inclusive programming
and hiring. Yet the deeper work of examining and reshaping the
structures that underpin an organization’s practices takes time,
perseverance, and rigour.

Wherever your organization is on its JEDDI journey, the Global
Diversity, Equity and Inclusion Benchmarks (GDEIB) offers a
powerful framework for understanding, evaluating, and charting
a course toward stronger practice. Developed for organizations
around the world, it is available as a free tool through the Centre
for Global Inclusion, and has been simplified here for ease of use
within the creative sector.

PLEASE NOTE: The authors of the GDEIB use the acronym DEI (Diversity, Equity and Inclusion).
It is important to note that the authors of this material in B.C. use an expanded acronym, JEDDI,
(Justice, Equity, Decolonization, Diversity and Inclusion) to recognize the role and importance
of Justice and Decolonization in the local industry’s work. To localize the GDEIB's content for
British Columbia, the acronym JEDDI has replaced DEI throughout the text.

Category 1
The Foundation Group:
Drive the Strategy

Category 2
The Internal Group:
Attract + Retain People

Visit the Roadmap

creativebc.com/creative-equity-roadmap

For

Organizations

Structure and Overview

The GDEIB offers 15 Actions
organized into four groups that your
organization can undertake toward
greater diversity, equity, and inclusion.
For arts and culture organizations,
addressing all 15 provides the

most comprehensive and systemic
approach to embedding JEDDI across
every aspect of your work.

Use the detailed 5 Levels rating scale
to assess progress and evaluate
where your organization stands. Level
5 represents best practice.

Start with the Foundation and Bridging
categories, which most organizations
will need to address first. From there,
arts and culture organizations can

be more selective in prioritizing the
Internal and External categories

most relevant to their programming,
audiences, and community
relationships.

Category 3
The Bridging Group: Align
+ Connect

Category 4
The External Group: Listen
to + Serve Society

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Category 1
The Foundation Group: Drive the Strategy

Action 1: Vision, Strategy, and Business Impact

LEVEL 5: BEST PRACTICE

11 JEDDI strategy is an integral part of the overall organizational
strategy and is reflected in vision, values, policies, and practices.

1.2 JEDDI is embedded in organizational culture as a core value, a
source of innovation, and a means to belonging, sustainability and
success.

1.3 The organization is frequently acknowledged, cited, and
benchmarked by others for its JEDDI accomplishments.

1.4 The organization is proactive and responsive to JEDDI
challenges that are faced by society, including but not limited to
political and economic trends, and recognizes that organizations
are microcosms of the societies in which they operate.

1.5 The organization continues to strive for excellence and is known
for its pioneering JEDDI initiatives that help change the patterns
which perpetuate systemic oppression.

1.6 The organization'’s strategy includes numerical goals resulting
in equitable representation of underrepresented groups across
functions and levels.

LEVEL 4: PROGRESSIVE

1.7 The organization’s JEDDI vision and goals to embed equity,
prevent harassment, and reduce or eliminate discrimination and
oppression are part of the organizational strategy.

1.8 The majority of stakeholders acknowledge that JEDDI is
important to the success of the organization.

1.9 JEDDI competencies that help achieve the JEDDI strategy are
demonstrated by most leaders and a majority of employees.

110 The organization has examined its organizational culture and
created strategies to eliminate inequities and reduce barriers to
inclusion.

111 JEDDI qualitative and quantitative goals are developed with the
help of new technologies and algorithms that include input from a
variety of stakeholders.

112 The organization invests in ethical artificial intelligence to
ensure that barriers to inclusion and equity are minimized.

The Foundation Group establishes the core infrastructure for
JEDDI work. Three essential elements anchor everything else:

1. A clear, compelling JEDDI vision and strategy that
connects directly to what your organization stands for
and where it's headed.

Leadership that owns JEDDI — setting real goals,
measuring progress, and modeling the values they
expect from others.

Dedicated resources, authority, and structure so JEDDI
work has what it needs to actually move forward.

Develop a strong rationale for JEDDI vision and strategy and align
it to organizational goals.

LEVEL 3: PROACTIVE

113 A JEDDI vision, mission, strategy, and business impact
statement has been developed and communicated to all
employees.

114 JEDDI is defined broadly to include visible, non-visible,
inherent, and acquired dimensions.

115 JEDDI qualitative and quantitative goals that include input
from a variety of internal and external stakeholders are being
developed.

116 Compliance with legislation that protects human rights
and ensures safe workplaces is included in the strategy.

LEVEL 2: REACTIVE

117 A basic JEDDI vision, mission, and strategy have been
developed and communicated to all employees.

118 JEDDI is defined broadly to include some dimensions
beyond gender, race, and ethnicity.

1.19 Compliance with basic legislation is in place.

LEVEL 1: INACTIVE

1.20 There is no JEDDI vision, mission, strategy, goals,
policies, principles, or program.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.



For

Organizations

Creative Equity Roadmap

A Framework for Organizations

Action 2: Leadership and Accountabﬂity Hold leaders accountable for implementing the organization’s
JEDDI vision, setting goals, achieving results, and being role
models.

Leaders and board members view the accomplishment of JEDDI LEVEL 2: REACTIVE

goals and objectives as an important part of their management
and oversight responsibilities. They publicly support internal and
external diversityrelated activities and are seen as JEDDI change
agents. 214 Although leaders accept some responsibility for JEDDI,
the focus is mainly on complying with regulations.

2.3 Leaders are generally unfamiliar or uncomfortable with
JEDDI.

Leaders are held accountable for implementing the JEDDI strategy.

They position JEDDI as a key component of their organization’s 215 Leaders defer regularly to HR or Legal when concerns
sustainability agenda and provide JEDDI coaching to those they regarding JEDDI are observed or reported.

manage, creating both a psychologically and physically safe

workplace. LEVEL 1: INACTIVE

Leadership development includes JEDDI competency building and 216 There is no leadership involvement or accountability for
this is evaluated when determining succession pools for leadership. JEDDI.

LEVEL 5: BEST PRACTICE 2.17 Leaders do not see differences as opportunities for
enrichment, progress, and success.
2.1 Leaders are change agents and role models for JEDDI. They
inspire others to take individual responsibility and become role

models themselves.

2.2 A large majority of employees across a wide array of diversity
dimensions rate their leaders as trustworthy, citing equitable and
inclusive treatment.

2.3 Leaders and board members publicly support JEDDI-related
initiatives, even if they are perceived to be controversial or come
with personal risk.

2.4 Leaders ensure that JEDDI is systemic, sustainable, and
involves cross-functional collaboration.

2.5 Leaders take accountability for JEDDI, help create both
a psychologically and physically safe workplace, and accept
consequences for their actions.

LEVEL 4: PROGRESSIVE

2.6 Leaders promote DEl initiatives, communicate the strategy, and
provide recognition for JEDDI champions and advocates.

2.7 The leadership and board of directors are diverse, engaged in
JEDDI issues, and accountable for achieving the JEDDI strategy.

2.8 Leaders are competent in applying conflict resolution skills to
resolve JEDDI-related grievances and challenges.

2.9 Leaders are rewarded for demonstrating high competency in
JEDDI.

LEVEL 3: PROACTIVE

2.0 JEDDI is an essential leadership competency and leaders are
rated on it.

211 Leaders engage in JEDDI issues important to employees and
prevalent in the societies in which they operate.

2.2 To increase their knowledge and competence, leaders
seek coaching in JEDDI and provide coaching, sponsoring, and
mentoring to others.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 3: JEDDI Structure and Imp]ementation Provide visible, dedicated support and structure with authority
and budget to effectively implement JEDDI.

As a reflection of the importance of JEDDI, there is a dedicated LEVEL 2: REACTIVE
person with JEDDI expertise on the executive management team

and at the Board level. 3.18 JEDDI is simply an additional duty of the human

resources, legal, or other department.
These leaders interact with and have full access to other leaders
and the rest of the board, and, if the organization's size merits it,
has a professional staff dedicated to JEDDI.

3.9 Diversity networks and JEDDI committees may exist, but
they have no real power, influence, or resources.

In addition, there are teams, committees or networks within the
organization that champion JEDDI initiatives. JEDDI professional LEVEL 1: INACTIVE

staff have an adequate budget and resources to implement the 3.20 There is no organizational structure, policy, or budget for
strategy. JEDDI.

3.21 No one in the organization has formal responsibility for
LEVEL 5: BEST PRACTICE JEDDI.

3.1 The most senior person responsible for JEDDI is an equal and
influential partner on the senior leadership team.

3.2 JEDDI is integrated into core organizational structures, policies,
systems, and practices.

3.3 Diversity is reflected equitably in all levels and functions.

3.4 Inclusive/universal design of buildings, products, services, and
emerging technologies helps ensure accessibility for all.

3.5 The organization's governance structure is supported by
inclusive practices to mitigate concentrations of power and
dominance.

3.6 The organization ensures that structures for elected positions
(for example in unions and diversity networks, and community/
political positions) are fair and equitable.

LEVEL 4: PROGRESSIVE
3.7 The board of directors has a committee dedicated to DEI.

3.8 The organization provides resources, staffing, and support to
help ensure implementation of its JEDDI strategy.

3.9 The JEDDI function is headed by an influential leader who is
knowledgeable about and committed to JEDDI.

3.10 An organization-wide JEDDI council/committee, which includes
line and staff employees, is given visible and meaningful support by
leaders.

3.11 Diversity networks are recognized as credible, influential, and
valued resources to the organization. They sometimes coordinate in
recognition of their intersectionality.

3.12 All departments/business units collaborate to ensure a holistic
and integrated approach to JEDDI.

LEVEL 3: PROACTIVE

313 The organization has a JEDDI champion/ leader with
responsibility for JEDDI.

3.4 Departments have their own JEDDI councils/committees.

3.15 A budget has been allocated to cover JEDDI
implementation, including support for diversity networks.

3.6 If the organization has labour unions or similar groups,
they are engaged and included in JEDDI efforts.

3.7 Members of the JEDDI department or function are called

upon for advice, counsel, and expertise. Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Category 2 The four categories in the Internal Group focus primarily on

The Internal Group; Attract + Retain strengthening policies, systems and processes to advance
JEDDI. Many JEDDI programmes have emphasized categories

PGOPIC in the Internal Group. One reason is that this group is part of
the Human Resources function, which is where JEDDI has
traditionally been placed on the organization chart.

Consideration should be made to position JEDDI where it can
effectively work with all other functions and departments to
facilitate change.

Attract + Retain People

Every stage of the talent lifecycle is approached through a
JEDDI lens. Recruitment and sourcing actively seek diverse
candidates, while professional development, performance
management, advancement, and retention are designed

to support everyone equitably. Job classifications and
compensation are regularly evaluated for bias, and flexible
work options and equitable benefits are widely available and
accessible to all staff.

Action 4: Recruitment Ensure that attraction, sourcing, and recruitment is done through
the lens of JEDDI.

Recruitment is intentionally targeted to diverse artistic communities LEVEL 3: PROACTIVE
and underrepresented populations. Diversity on interviewing panels

is standard, and all hiring managers are educated on conscious and 4.9 Interviewers conduct culturally competent interviews.

unconscious bias.

The process is regularly reviewed for equity, and hiring of
underrepresented groups is proportionate to their representation
across all roles, from administrative to artistic leadership. Clear JEDDI
measures of success are maintained throughout.

LEVEL 5: BEST PRACTICE

4.0 Staff are hired for their competence and their ability to
bring diverse perspectives to the work and not only because
they are from an underrepresented identity group.

411 The organization's advertisements and/or diversity
networks reach broad pools of diverse talent.

412 External search firms are selected based in part on their

expertise in diversity recruiting.

4. The organization's attraction and hiring processes result in
measurable, transparent, and equitable recruitment.

o . . LEVEL 2: REACTIVE
4.2 The organization’s reputation for quality JEDDI efforts enhances . . . .
its ability to attract diverse and underrepresented employees. 413 Recruitment is based primarily on representation to meet
. . . numerical goals or targets.

4.3 When technological solutions are used for recruitment, the

organization implements practices to minimize or remove algorithmic 4.4 Recruitment practices do not include sourcing diverse
bias. candidates from underrepresented groups.

4.4 The organization conducts regular evaluations of recruiting 475 Interviewers do not consider how people from different
practices to ensure that candidates from different groups and cultures and backgrounds may respond to interview questions
identities are given equitable opportunities. and methods.

4.5 There are clear measures of success throughout the recruitment
process, such as the percentage of diverse and underrepresented LEVEL 1: INACTIVE

applicants at each stage. . .
416 There is no effort to recruit employees from

underrepresented groups.
LEVEL 4: PROGRESSIVE
4.6 The organization effectively recruits from representative labour
markets.

4.7 Other than a short statement that the organization has
an equal opportunity or similar policy, there is no mention of
JEDDI in the organization’s recruitment practices.

4.7 Recruitment includes advertising on JEDDI focused websites and
in a variety of other media.

4.8 Recruitment and selection panels are diverse and knowledgeable
about recruiting processes and in mitigating biases.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 5: Attraction and Retention Ensure that JEDDI is integrated into talent development,
performance management, advancement, and retention.

A conscious effort is made to maintain a workforce that is diverse LEVEL 2: REACTIVE
across levels and functions. High-potential employees from

underrepresented groups are provided with coaching, mentoring,
and sponsorship opportunities to advance within the organization.

5.7 Advancement and promotion processes are based
primarily on representation to meet numerical or equity goals
or targets.

The onboarding process results in all new employees feeling valued
and included. Promotion and advancement of underrepresented
groups is proportional to the representation of those groups in the
organization. 5.8 There is no effort to advance or retain employees from
underrepresented groups at any level.

LEVEL 1: INACTIVE

Performance reviews, and involuntary and voluntary turnover
of underrepresented groups are measured and analyzed using 5.19 The entire talent management process is not sensitive to
interviews, employee engagement surveys, and so forth. cultural and other differences.

LEVEL 5: BEST PRACTICE

5.1 The organization’s talent management, advancement, and
retention processes result in equitable treatment of employees.

5.2 Diverse employees hold positions at all levels and functions to
ensure equitable representation.

5.3 The organization's reputation for quality JEDDI initiatives
enhances its ability to retain and advance diverse employees.

5.4 The pool of candidates in the organization’s succession plan is
diverse along multiple dimensions and prioritizes underrepresented
groups.

5.5 Turnover is at an acceptable rate. Adverse impact, unfairness,
and discrimination are not the primary cause of turnover.

5.6 The onboarding process results in all new employees feeling
valued and included.

LEVEL 4: PROGRESSIVE

5.7 The organization's talent management plan emphasizes
retention of underrepresented employees at most levels and in most
functions.

5.8 All employees are encouraged to consider advancement
opportunities and positions outside their current functional,
technical, or professional area.

5.9 The organization counteracts bias in advancement and
develops practices to overcome inequities.

5.10 The organization has established mentoring and/or coaching
processes to help ensure advancement and retention.

5.11 The organization conducts regular stay and exit interviews to
understand its culture of inclusion and belonging.

LEVEL 3: PROACTIVE

5.12 An onboarding process is beginning to show effectiveness at
integrating underrepresented employees into the organization.

5.13 The workforce is beginning to reflect the diversity found in the
organization's labour markets.

5.14 Turnover is actively and regularly tracked with exit interviews to
understand JEDDI issues and remove barriers to retention.

5.15 The organization offers a variety of advancement opportunities
responsive to diverse needs.

5.16 The organization addresses conscious and unconscious bias in

its entire talent development processes. Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 6: Job Design, Classification, and
Compensation

The organization systematically reviews job requirements,
classifications, technology and compensation for potential bias and
adverse impact. Job descriptions and requirements are understandable
and do not include nonjob-related factors.

The organization designs work to accommodate—as much as
possible—individual needs as well as the organization's needs.
Remuneration is based on job requirements and performance. The
organization aspires to pay at minimum a living wage, in accordance
with locally agreed upon standards.

Compensation analyses are conducted regularly to ensure that
biases based on race, ethnicity, age, gender, gender identity, gender
expression, sexual orientation, function, and other potential areas of
discrimination are significantly reduced.

LEVEL 5: BEST PRACTICE

6.1 The organization maintains equitable job design, classification,
and compensation practices.

6.2 Jobs are designed to ensure that roles and responsibilities
support work/life integration and decent work for all.

6.3 Regular reviews of pay differentials are conducted and
discrepancies between underrepresented groups and dominant
groups are eliminated.

6.4 Performance, pay, bonuses, and promotions are tied to a variety
of JEDDI measures.

LEVEL 4: PROGRESSIVE

6.5 Classification and compensation systems are regularly reviewed
to address inequities.

6.6 There are measures in place to ensure that the role, authority,
decision making, and benefits of a job do not change when a
member of an underrepresented group is appointed.

6.7 Employees are paid for performance and outcomes rather than
attendance.

6.8 Job requirements and descriptions are clear and not confused
with non-job-related factors, especially those based on preferences
and biases.

6.9 Job design accommodates employees’ need for part time or
flexible work, working nonstandard hours, working remotely, and
taking leave for personal or other reasons.

LEVEL 3: PROACTIVE

6.10 The organization pays wages that exceed the legal minimum
for the local marketplace.

6.11 Work and job roles are designed to align individual talents and
needs with organizational requirements.

6.12 Job classification and compensation systems are understood
by most employees.

6.13 The organization has standardized job designs to minimize
subjectivity and ensure equity.

Ensure that job design and classification are evaluated for bias
and that compensation is equitable across key dimensions of
diversity.

LEVEL 2: REACTIVE

6.14 Some written procedures exist for classifying jobs
and determining compensation, but these are frequently
determined by supervisors' personal preferences.

6.15 Pay equity is measured and audited only if required by
law.

6.16 The organization adheres to locally agreed upon minimum
wage levels.

6.17 Based on stereotypes involving language, gender, age,
race, culture or disability, some jobs are thought to be a
"better fit" for members of certain groups.

LEVEL 1: INACTIVE

6.18 The organization lacks methods for classifying jobs,
determining compensation, and assessing pay differences of
underrepresented groups.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 7: Work-life Integration, Flexibility,
and Benefits

Work-life integration, flexibility, and equitable benefits are encouraged,
actively promoted, recognized as enhancements of productivity, and
are not career limiting. To this end, the organization's performance
management focusses on output, contribution and impact. Benefits
and services that are specific to the diverse needs of employees are
provided based on ongoing assessments of employee needs.

Some examples are: subsidized dependent-care, parental leave,
extended family consideration, eldercare, emergency care, fitness
programs, and paid leave. Accommodations for religious practices,
persons with disabilities, and others are achieved with care and
consideration and go beyond legal requirements.

Organizations and their leaders prioritize psychological safety, security,
and wellness within their employees’ work environment.

LEVEL 5: BEST PRACTICE

7.1 The organization's policies and practices regarding benefits,
work-life integration and flexibility meet the organization's
commitment to decent work, psychological safety, and respect for
human rights.

7.2 A comprehensive range of flexible benefits and services,
including education, counselling, and physical and mental
health services are provided equitably to all employees whether
permanent or temporary.

7.3 The organization gives benefits to part time and temporary
employees.

7.4 All leaders model and encourage work-life integration.

7.5 Working part-time, job sharing, working remotely, and other
flexible work arrangements are available for all appropriate
positions and levels.

7.6 Benefits and services are regularly adapted to changing
conditions such as pandemics and natural disasters, and
technological breakthroughs.

LEVEL 4: PROGRESSIVE

7.7 Policies and practices guard against favouritism and are
communicated and applied equitably across the organization in a
culturally sensitive way.

7.8 An inclusive concept of family that is multicultural and non-
patriarchal guides family friendly policies including childcare and
eldercare, emergency care.

The definition of family is inclusive. This may include caregiving
for partners, children, and adult dependents or bereavement for
extended families.

710 Using flexible work arrangements does not negatively impact
employee performance, evaluation, advancement, or benefits.

7.1 Facilities and accommodations for meditation, religious
practices, lactation, and other needs are provided.

712 Technology support for mobility, disabilities, mental health, and
flexible work arrangements are available for employees.

7.9 Paid leave beyond what is legally required is provided and used.

Achieve work-life integration, flexibility, and equitable benefits.
Flexible work options are widely available and accessible.

LEVEL 3: PROACTIVE

713 The organizational culture equitably treats those who
work flexible schedules.

714 Religious practices, cultural celebrations, and holidays are
accommodated, even when they are not the practices of the
dominant culture.

715 Flexibility in personal appearance and designing one's
workspace are accepted if done in a non-offensive manner
and under an agreed upon policy.

LEVEL 2: REACTIVE

7.6 Benefit programs generally are “one size-fits-all” and their
value or relevance to employees is hot monitored.

717 Work schedules are generally traditional, inflexible, or
compliance driven.

7.8 Flexibility may be applied inconsistently or perceived as
favouritism.

LEVEL 1: INACTIVE

719 There is no provision for childcare and family needs,
schedule flexibility, or work leave other than what is legally
required.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Category 3
The Bridging Group: Align + Connect

Action 8: Assessment, Measurement, and
Research

JEDDI measures are tied directly to strategy and reflected in
performance appraisals, recognition, and rewards at all levels. A
dashboard tracks reputational risk and overall progress, drawing on a
mix of quantitative and qualitative data including stakeholder surveys,
focus groups, 360-feedback, and organizational audits. Feedback
processes are culturally sensitive, linguistically appropriate, and
inclusive of diverse stakeholder voices.

LEVEL 5: BEST PRACTICE

8.1 In-depth JEDDI assessments are regularly conducted on the
overall organization and within departments, and the results are
incorporated into strategy and implementation.

8.2 The organization regularly reports and reviews progress
against benchmarks and has consistently demonstrated significant
improvements in meeting JEDDI goals over several years.

8.3 The organization is known for its investment in JEDDI research
and the impact of research on organizational performance.

8.4 A reputational risk assessment including several JEDDI issues,
such as racism, sexism, homophobia, harassment, disability
discrimination, and other forms of discrimination, is regularly
conducted.

8.5 The organization ensures that the design of its assessment,
measurement, and research incorporate JEDDI perspectives.

LEVEL 4: PROGRESSIVE

8.6 Integrated, multiple approaches to monitoring and evaluating
JEDDI goals are implemented to track their impact, outcomes, and
effectiveness.

8.7 The organization invests in research to study JEDDI for both
internal and external purposes.

8.8 JEDDI measurement is integrated into assessment tools, such as
engagement surveys or cultural audits.

8.9 All employees are measured on their performance, which
includes JEDDI goals.

8.10 Information from all assessments from employees, former
employees, and customers shape future JEDDI initiatives.

The four categories in this group provide critical linkages that
bridge foundational work with the internal and external focus
of JEDDI in the organization. It would be difficult for any of
the benchmarks in the other Groups to be achieved without
effective work in the Bridging Group.

D Ensure that all assessments, measurement, and research
guide JEDDI decisions.

Make communication clear, simple to understand and a
crucial force in achieving the organization’s JEDDI goals.

Educate all to achieve the level of JEDDI competence
and confidence needed to create a diverse, equitable,
and inclusive organization.

Connect the organization’s JEDDI and Sustainability
initiatives to increase the effectiveness of both.

Ensure that assessments, measurement, and research guide
JEDDI decisions.

8.11 Culturally competent artificial intelligence is used to
identify and minimize bias in assessment tools.

8.12 All organizational assessments have been reviewed from
a JEDDI perspective and work to counteract bias.

LEVEL 3: PROACTIVE

8.13 Employees regard JEDDI measurements as credible and
they participate willingly in assessment, measurement, and
research.

8.14 Cultural audits, assessments, and surveys take
into account such issues as language, education levels,
complexity, and accessibility.

8.15 Data are sorted by self-identified characteristics and
diversity dimensions to increase an organization’s learnings
about employee groups.

8.16 The organization regularly conducts a census of
employee demographics and monitors representation
throughout the organization.

8.17 The principles of self-identification for use in collection of
employee information is clear, applied ethically, and agreed-
upon by all impacted parties.

LEVEL 2: REACTIVE

8.18 Representation of groups of some diversity dimensions
are monitored, but only if required by law.

8.19 Measurements are primarily based on past indicators,
such as turnover, lawsuits, and complaints.

LEVEL 1: INACTIVE

8.20 There are no assessments to gather information about
underrepresented employee or customer needs and concerns.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 9: ]EDDI Communications Make communication clear, simple to understand, and a crucial
force in achieving the organization's JEDDI goals.

Communications staff are well-versed in JEDDI and its connection LEVEL 2: REACTIVE
to sustainability. All internal and external communications are fully
accessible, available in multiple formats and relevant languages, and
reflect the organization's commitment to inclusive language across
all dimensions of diversity. Content that unintentionally harms or
misrepresents any group is corrected promptly and transparently. 9.16 Most JEDDI communication is disseminated by councils/
committees or diversity networks rather than through regular
organizational channels and therefore is sometimes seen as
not officially endorsed by the organization.

9.15 JEDDI communication is done solely to remind or
educate employees about adhering to policy and compliance
requirements.

JEDDI information is easy to find across the organization's website and
social media, and communications on the topic are frequent, ongoing,
and reflective of the organization's values. Progress toward JEDDI
goals is reported to the public regularly. 9.17 Language translations are only provided when legally
required.

LEVEL 5: BEST PRACTICE

e - . R LEVEL 1: INACTIVE
9.1 The organization is known for its high quality JEDDI initiatives

that are regularly communicated internally and externally enhancing 9.18 There is no explicit communication about JEDDI.

the organization's reputation. 9.19 Discussions on JEDDI are perceived to be risky and are

9.2 JEDDI content is easily and quickly located on the organization’s avoided.
websites. Information is thorough, regularly updated, and fully
accessible.

9.3 The organization has made and communicated a policy on the
use of inclusive language on race and ethnicity, gender, gender
identity, and gender expression, sexual orientation, disability, and
other dimensions.

9.4 The organization uses bold and transparent communication in
naming and dealing with challenging issues such as racism, sexism,
homophobia, privilege, toxic masculinity, and white supremacy.

9.5 The organization uses live and accurate translation services to
ensure accessibility and linguistic inclusion.

LEVEL 4: PROGRESSIVE

9.6 The purposes of JEDDI initiatives are clearly stated, and
communication strategies are adapted for different stakeholders.

9.7 Information on JEDDI is sent frequently and systematically
through a variety of channels to employees and other stakeholders.

9.8 Communications professionals and speechwriters are
knowledgeable about JEDDI and they include JEDDI messages in
general communications.

9.9 The organization has an ethical framework to leverage social
media in both internal and external communication platforms.

9.10 The organization proactively addresses socially-charged issues
and events related to JEDDI internally and externally, including on
social media.

LEVEL 3: PROACTIVE

9.11 The organization integrates JEDDI into many aspects of
communication.

9.12 The organization encourages employees to discuss DEI and
provide input to the organization’s initiatives.

9.13 The organization enables employees to indicate gender
pronouns, if desired, on email signatures and other written
communication.

9.14 Translations and other accessible formats are provided when
needed. Communication is location-sensitive across countries,
dialects, and languages, including braille, sign language, and closed Adapted from the Global Diversity, Equity & Inclusion
captioning. Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Educate all to achieve a level of JEDDI competence and

Action 10: JEDDI Learning + Development

JEDDI training is tailored to role and level across the organization,
from administrative staff to artistic and curatorial leadership, with
learning opportunities extended to artists, vendors, board members,
and the communities the organization serves. All learning programs
are developed and reviewed through a JEDDI lens, using blended
approaches that reflect the creative sector's capacity for innovative,
engaging education.

Training addresses both general principles and issues particularly
relevant to arts and culture organizations, including systemic racism
in institutional collecting and programming, sexism, ageism, ableism,
classism, heterosexism, privilege, micro-aggressions, and conscious
and unconscious bias, all approached with the sensitivity and
compassion that the creative sector is uniquely positioned to model.

LEVEL 5: BEST PRACTICE

10.1 JEDDI is integrated into all learning offered internally and
externally.

10.2 JEDDI learning programs result in behaviour change that
advances the organization’s strategy and enhances inclusion and
equity.

10.3 Learning and education addresses racism, anti-racism, sexism,
white supremacy, privilege, internalized oppression, classism/
casteism, homophobia, transphobia, religious bias, disabilities,
mental health awareness, and other issues.

10.4 Development through involvement in high-profile projects is
transparent and encouraged for underrepresented groups.

LEVEL 4: PROGRESSIVE

10.5 JEDDI professionals, experts in learning methods and
intercultural education, members of diversity networks, and
organizational leaders are involved in the design, development,
delivery, workplace application, and evaluation of JEDDI learning
and education.

10.6 JEDDI content is adapted and customized to the local
environment, cultural nuances, languages, and social and political
realities.

10.7 JEDDI learning and education involves ongoing, multi-year,
developmental curricula.

10.8 All employees and key external stakeholders are educated
on the importance of equity and ways to mitigate and remove
discrimination and bias.

10.9 The organization provides training to both current and new
suppliers on how to engage and access supplier opportunities.

10.10 A variety of innovative JEDDI tools including micro-learning,
chatbots, gaming, social media, blended learning, coaching,
physical classrooms and virtual platforms, and instructor-led
learning, are accessible to all employees regardless of level,
location, or function.

LEVEL 3: PROACTIVE

10.11 Employees are exposed to and actively seek engagement
across organizational functions, as well as externally with diverse
markets and stakeholders.

10.12 Experiential learning, including virtual reality and simulations,
is used to help employees experience different identities and learn
how to best respond to JEDDI situations.

confidence needed to create a diverse, equitable, and inclusive
organization.

10.13 The organization ensures that all staff are able to fully
participate in virtual meetings, innovative learning methods,
and the use of technology.

10.14 All employees and, if needed, their families, receive
cultural awareness training when relocating internationally,
and when working with international teams.

10.15 The organization encourages cultural celebrations and
organization-wide activities that combine social interaction
with JEDDI learning.

10.16 When possible all training sessions are populated with
a diverse group of learners to offer an experience of working
with others who represent different diversity dimensions.

LEVEL 2: REACTIVE

10.17 JEDDI learning is brief and focused only on educating
employees about policies, meeting legal requirements, or
addressing inappropriate language or labels.

10.18 JEDDI programs are primarily packaged and are not
tailored for local and specific cultural needs and issues.

10.19 Learning programs may be offered in reaction to special
dates such as women'’s or pride month, with no linkage to
strategy.

LEVEL 2: REACTIVE

10.20 There are no formal JEDDI learning or educational
activities.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 11: ConnectingJEDDI and Connect the organization's JEDDI and sustainability initiatives to
. oqe increase the effectiveness of both.
Sustainability

JEDDI and sustainability are deeply interconnected, and arts LEVEL 2: REACTIVE
and culture organizations are well positioned to advance both
simultaneously. The organization aligns its JEDDI and sustainability
strategies so that each reinforces the other, with leaders and
practitioners from both areas working collaboratively and reporting

1113 There is a superficial effort to connect JEDDI and the
organization's sustainability goals.

progress publicly. LEVEL 1: INACTIVE
The organization's sustainability strategy reflects the UN's Sustainable 1114 There is no sustainability function or no organizational
Development Goals (SDGs) and ESG dimensions, environmental, connection between JEDDI and sustainability.

social, and governance, recognizing that artistic and cultural
institutions have a unique role in modeling equitable, inclusive, and
environmentally responsible practice. The creative sector’s ability to
shape narrative, build community, and inspire action makes it a natural
leader in connecting these values.

Sustainability, for these purposes, means pursuing societal
equity, workplace inclusion, economic prosperity, and long-term
environmental health together, not in isolation

LEVEL 5: BEST PRACTICE

11.1 JEDDI is seen as integral to the sustainability of the organization
and its stakeholders. Sustainability is fully integrated into JEDDI
strategies/initiatives.

11.2 The organization has evidence that its sustainability and
JEDDI initiatives benefit from their alignment with each other and
show more meaningful impact than if they were separate and
unconnected.

11.3 The organization takes a leadership role in influencing and
supporting the connection of JEDDI and sustainability initiatives
locally and globally including being a champion of ESG and the UN's
Sustainable Development Goals.

11.4 The organization adapts its sustainability strategy, policies, and
practices based on collaboration with diverse stakeholders.

11.5 The organization's public reporting on sustainability integrates
its performance on DEI and includes an accurate assessment of its
challenges.

LEVEL 4: PROGRESSIVE

11.6 Innovative digital technologies contribute to the organization's
commitment to ESG and the UN's Sustainable Development Goals.

11.7 The organization has a sustainability strategy, which recognizes
the link between JEDDI and sustainability.

11.8 JEDDI leaders partner with the organization’s sustainability
initiative. Likewise, sustainability leaders partner with the JEDDI
initiative.

11.9 The organization's sustainability data are analyzed and sorted
to enable reviewers to determine the impact on diverse groups.

1110 The organization financially supports JEDDI and sustainability
initiatives, whether global, regional, or local.

LEVEL 3: PROACTIVE

1111 The sustainability strategy proactively and specifically
calls for the integration of diverse voices and perspectives.

1112 JEDDI and sustainability professionals receive learning
and education to keep up to date with developments both in
sustainability and JEDDI. Adapted from the Global Diversity, Equity & Inclusion

Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Category 4
The External Group: Listen To + Serve
Society

Action 12: Community, Government Relations,
and Philanthropy

The organization is a recognized leader for supporting and advocating
for JEDDI interests in communities and society, and in working with
government. The organization is socially responsible and leverages
efforts with industry or sector peers. It is generous in partnering with
or supporting other organizations in their JEDDI initiatives to advance
JEDDI in the community.

Where appropriate, special efforts are made to acknowledge
indigenous communities and to respect their territory and adhere to
legal and cultural requirements when entering their space. Employees
are encouraged to participate in and support various community
projects, share JEDDI learning from such activities, and reinforce the
organization's commitment to JEDDI.

These efforts are explicitly linked to the organization's sustainability
strategy.

LEVEL 5: BEST PRACTICE

121 The organization is explicit in living its JEDDI values and actively
supports, invests in, and advocates for JEDDI-related initiatives in the
community, government, and society at large.

12.2 The organization takes bold stands in word and action
on societal issues related to achieving equity and justice for
marginalized people.

12.3 The organization has addressed and atoned for any past
behaviours and policies with regard to the mistreatment of people.

12.4 The organization helps its community by promoting economic
growth, addressing income inequality and groups that have been
historically disadvantaged.

12.5 The organization encourages employee volunteerism in
community projects by providing time off and/or compensation and
rewards where appropriate.

LEVEL 5: BEST PRACTICE

12.6 The organization’s philanthropy and social responsibility
strategies promote JEDDI.

12.7 The organization's community investment supports those most
in need.

The External Group reflects how the organization engages
with audiences, communities, artists, and funders. For
creative organizations, this is where JEDDI work becomes
most visible.

o  Build proactive relationships with diverse communities,
partners, and funders, directing philanthropy toward
underserved artists and populations.

Embed JEDDI in programming and audience engagement
so creative output reflects the communities served.

Ensure all marketing and public-facing work is
welcoming, accessible, and representative.

Practice ethical sourcing and prioritize vendors and
suppliers from underrepresented communities.

Be proactive in working with community, public and private
partnerships, government, society at large, and through
philanthropy.

12.8 The organization supports scholarship, paid internship
programs and/or apprenticeships for underrepresented
populations.

12.9 Employees are encouraged to volunteer in their
community. In some cases, the organization “loans” them to
work for community organizations or matches their volunteer
hours with monetary contributions.

12.10 Community development plans are designed in
collaboration with diverse groups, including those from
underrepresented or marginalized groups.

1211 The organization uses objective criteria to fund nonprofit
organizations to ensure that bias in philanthropy is mitigated.

LEVEL 3: PROACTIVE

1212 The organization partners with other organizations that
work to advance the rights of underrepresented groups in the
community.

1213 The organization supports JEDDI publicly when
exclusionary and discriminatory actions occur in the
community or society at large.

1214 Individuals who have made a significant difference with
JEDDI in their communities are recognized and honoured by
their organization.

LEVEL 2: REACTIVE

1215 There is some involvement in or support for societal
JEDDI issues but only if considered non-controversial.

12.16 There is some support for the community, schools, and/
or local government projects, primarily for public relations
purposes.

LEVEL 1: INACTIVE

1217 There is no involvement or support provided to community,
government, and societal initiatives related to JEDDI.

12.18 The organization has no philanthropy.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 13: Services and Product Development Embed JEDDI in services and products development to serve
diverse customers and clients.

JEDDI considerations are integrated into the services and products LEVEL 1: INACTIVE
development cycle to leverage the diversity of the communities they
serve. The process contributes to social and economic progress and
eliminates or reduces inequities. Service or product development

teams are diverse and include customers, stakeholders, and 13.16 Development teams are mostly homogenous.
community representatives.

1315 No effort is made to adapt products or services for
diverse customers.

Recognition is also given to the value of JEDDI in innovation, and the
organization consistently leverages the diversity of cultures, lived
experiences, perspectives, and thought for product and service
improvement.

LEVEL 5: BEST PRACTICE

13.1 The organization successfully leverages diverse teams,
including diversity networks, customers, partners, the community,
and other stakeholders, to improve its products and services.

13.2 The product and service development cycles prioritize diversity
and accessibility from the start. The organization doesn't merely
adapt products first developed for the dominant group or culture.

13.3 The organization contributes to equity by creating services and
products that advance social and economic progress.

13.4 Humane and ethical technology is used to ensure access and
equity, for example in inclusive facial recognition systems.

13.5 Voice and facial recognition software is sensitive to accents,
dialects, gender, race/ethnicity, age, and other characteristics.

LEVEL 4: PROGRESSIVE

13.6 Changes in demographics, values, and consumer behaviours
are researched, anticipated, and addressed.

13.7 Culturally responsive products and services, such as engaging
a traditional healer in a hospital, Sharia-compliant financial
products, and products for left-handed users, are accepted and
provided.

13.8 The organization leverages diverse teams to improve the
quality and innovation of products and services.

LEVEL 3: PROACTIVE

13.9 Products and services are analyzed for their value to current
and potential customers and are tailored appropriately.

13.10 Staff and/or consultants with expertise in JEDDI are involved
in products and services development.

13.11 Research and product testing help analyze how different
customer/stakeholder groups and cultures may perceive, value,
and use the organization’s products and services.

13.12 Accessibility for persons with disabilities is routinely
considered in the development and delivery of products and
services.

LEVEL 2: REACTIVE

1313 There is limited interest in developing or altering
products and services based on customer preferences, needs,
or demographics.

13.14 Only when required by law is there adaptation of
services and products for accessibility.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 14: Marketing + Customer Service

Marketing and audience engagement strategies are designed to reflect
and serve diverse communities. Ongoing analysis informs a deep
understanding of the organization’s varied audiences across cultures,
generations, languages, and regions. The organization's own diverse
staff are recognized as a vital resource in shaping authentic, culturally
informed outreach.

All marketing and communications challenge stereotypes, reflect
inclusive values, and are developed with accessibility and cultural
sensitivity at the forefront. Audience service strategies are responsive
and welcoming across all dimensions of diversity.

LEVEL 5: BEST PRACTICE

141 The organization uses advanced and unbiased analysis
techniques to understand and respond to the diversity of its
customer base, including nuances of intersectionality.

14.2 Artificial intelligence-based customer service applications,
such as personal assistants, are programmed to speak to people in
ways they prefer and can understand, such as gender, language,
accent, and dialect.

14.3 Marketing strategies developed for specific communities are
tracked to ensure they are culturally relevant and valued.

14.4 While outside JEDDI expertise may also be sought, the
organization leverages the marketing, sales, distribution, and
customer service expertise of its diverse staff.

LEVEL 4: PROGRESSIVE

14.5 The organization successfully incorporates marketing, sales,
and distribution strategies to meet the needs of diverse customers.

14.6 All marketing materials, including images and language are
reflective of the organization's commitment to JEDDI.

14.7 Marketing, advertising, public relations, and all customer
contact methods promote positive role models and do not
perpetuate stereotypes.

14.8 The marketing and sales force is interculturally competent
and can adapt and work effectively with customers from many
backgrounds.

14.9 All marketing and customer service processes are fully
accessible.

LEVEL 3: PROACTIVE

1410 Diverse groups of customers and potential customers are
surveyed to help shape marketing, sales, distribution, and customer
service strategies.

1411 Market testing includes diverse groups.

142 Inclusion of various diversity dimensions is a strong
consideration in staffing marketing and customer service.

1413 Marketing collateral print and digital materials represent and
reflect diverse markets.

Integrate JEDDI into marketing and customer service.

LEVEL 2: REACTIVE

1414 The organization only recognizes broad differences
among its customers, such as young and old or men and
women.

145 Even if products and services are marketed differently to
different groups, the advertising is not culturally sensitive.

14.16 Customer service and marketing are accessible for
persons with disabilities only where required by law

LEVEL 1: INACTIVE

14.17 No oversight exists to ensure that advertising or public
communications do not perpetuate stereotypes.

14.18 There are no marketing or customer service initiatives to
serve the diverse needs of customers.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.
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Action 15: Responsible Sourcing Practice responsible and ethical sourcing. Develop and nurture
underrepresented suppliers.

The organization is committed to sourcing goods and services from LEVEL 2: REACTIVE
suppliers who share its values around JEDDI, sustainability, and ethical
practice. This includes prioritizing artists, designers, vendors, and
creative sector businesses from underrepresented communities.

15.15 Engaging in JEDDI may be a supply proposal criterion,
but it is given minimal importance.

15.16 There is some attempt to include a few underrepresented
suppliers, but primarily for small, one-time, or low-fee
contracts or because it is required by law.

Suppliers are supported through education and equitable systems
that enable them to compete fairly, with the broader goal of building
prosperous, sustainable creative communities.

LEVEL 1: INACTIVE
LEVEL 5: BEST PRACTICE

1517 No consideration is given to JEDDI when determining

15.1 The organization has embedded JEDDI in its responsible suppliers.

and ethical sourcing as evidenced by its policies, systems, and
inclusive practices. 1518 There is no recognition of the value that

underrepresented suppliers could bring to the organization.
15.2 The organization treats its suppliers with respect and dignity, P PP 9 9

pays them in a timely manner and collaborates with them to make
the supply process work for all.

15.3 The economic benefit of responsible sourcing to the
community is measured and reported.

15.4 The organization's suppliers provide evidence that both they
and their suppliers achieve their own JEDDI goals.

LEVEL 4: PROGRESSIVE

15.5 The organization allocates a specific amount of what it
spends on essential and non-essential goods and services from
underrepresented suppliers.

15.6 The organization is proactive in seeking and attracting
underrepresented groups by informing both potential and
established suppliers about business opportunities.

15.7 JEDDI criteria are included in the supplier selection process
and given weight in decision making.

15.8 Checks and balances are built into the responsible and ethical
sourcing process to counteract the impact of unconscious bias and
discrimination.

15.9 Educational support and coaching is provided to
underrepresented suppliers to help them be competitive.

15.10 The organization publishes information about its annual
expenditures with underrepresented suppliers including progress
against goals, and successful contracting rates.

LEVEL 3: PROACTIVE

15.11 All staff responsible for sourcing are provided with JEDDI
education and are held accountable for achieving responsible
sourcing goals.

15.12 The organization’s supplier database includes information
about the diversity of owners and employees that supply goods or
services.

15.13 The organization uses the services of organizations globally
/nationally/locally that certify or accredit businesses owned by
underrepresented suppliers and that regulate Fair Trade.

15.14 The organization seeks opportunities to engage with and
inform underrepresented suppliers that their business is welcomed.

Adapted from the Global Diversity, Equity & Inclusion
Benchmarks (GDEIB), Centre for Global Inclusion, 2021.



