Diversity Equity and Inclusion (DEI) Baseline Assessment Tool

This tool is designed to help organizations assess where an organization is regarding its DEl journey. Its

purpose is to provide a visual representation of the results, as well as information to establish a DEI

development plan.

We acknowledge that organizations are complex with varying priorities, contexts, and capacities that
can leverage or limit DEI capacity building. To respond to these differences, this tool operates on a

continuum rather than a ranking system. There is no expectation that any organization will fit neatly into
one of the stages. In addition, organizations will be able to offer qualitative comments/insights to

support their responses. The descriptions at each point are designed to serve as guides rather than fixed

benchmarks.

This tool measures DEI capacity and indicators along ten different dimensions: DEI Mission and
Commitment, Leadership, Policies and Procedures, Infrastructure and Capacity, Training and

Development, Data and Evaluation, Decision Making, Community Engagement/Partnerships, Inclusion,

and Lexicon/Discourse.
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