TREC Diversity Equity and Inclusion (DEI) Baseline Assessment Tool
Client Lead Guidance Document

What the Tool Is

The DEI baseline assessment tool is designed to provide organizations and TREC staff with
information on where organizations are in their internal and external DEl work. The information
gathered is designed to be a springboard for unpacking indicators, behaviors and trends that
will ultimately support organizations in identifying their priorities in developing a DEI
development plan. The tool provides data to inform next steps and reveal insights to which
leaders may not otherwise be aware.

What the Tool Is Not

This tool is not formulaic or prescriptive in that responses, analysis and recommendations are
designed to be highly customized to each organization, to include historical and political
context, as well as staff skills, knowledge, capacity and access to resources.

This tool is also not diagnostic, or a way to determine whether an organization’s DEI work thus
far is “good” or “bad.” Remember that this is not a comparative analysis with what other
organizations are doing. The sole focus is on gathering data to determine priorities and action
steps toward improvements in DEI.

Administering the Tool
o Process specifics: who completes it
» |deally, this tool should be completed by at least one individual from each of the
following levels across the organization: Leadership (Executive Director), Upper
Management (Deputy Director, Regional Manager), Middle Management
(Director, Supervisory Manager), Operations, Program/Frontline Staff (Direct
Service, Campaign Staff, Organizer), and Board . If the organization has multiple
teams, it is ideal to get a representative from each team as well.
= Itis critical to look at the data from these varying perspectives that account for
differences in positional power, proximity to power, decision making,
organizational culture, and work functions.
= Remember that responses will be submitted anonymously and that responders
should be encouraged to be as candid as they can.
o Guidance on what lens to use
» Direct those completing the baseline to respond through the lens of their
individual experience thinking about:
o Their role in the organization (leadership, program or campaign staff,
etc.)
The work and dynamics of their team
Their experiences with leadership and/or board specific to DEI
discussions
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o

Rationale and methodology

=  Why we don't center diversity — You'll notice that the baseline tool does not ask for
responses that measure organizational or team diversity. This omission is by design.
Diversity, while important, is just the first step to building an equitable and inclusive
organization. To increase racial, socioeconomic or gender diversity is a positive change,
but it does not reflect the necessary shifts in leadership behaviors, policies, or
organizational culture that ensure everyone in the organizations is valued. Remember,
equity is about access to power and resources necessary to succeed/thrive, and
inclusion is demonstrated by the degree to which the identities/perspective of staff are
represented, accounted for, and valued in a way that SHARES power. To that end, this
tool works to identify the action, behaviors and processes that operationalize equity and
inclusion to support sustainable DEI work.

= The Dimensions — brief rationale info on each dimension

Dimension

Rationale

Key Questions we are looking
to explore

DEI Mission and
Commitment

Organizations committed to DEI make
an explicit acknowledgement of their
need and desire to integrate equity
practices as mission critical.

Has the organization made an
explicit commitment to
understanding what DEl is and
how it is critical to their
mission?

Leadership

The extent to which leaders use their
positional power to develop and sustain
DEl practices will determine whether
equity becomes integrated into the
fabric of the organization. Leaders drive
culture which is a core place that equity
and inclusion resides.

Are they committed to
constantly doing their own
individual work? Does
leadership have a unified and
consistent voice on DEI?
Where does the board stand
on DEI?

Policies and Procedures

Policies are one of the ways in which
DEl is operationalized at an
organization. They are a byproduct of
leadership’s culture and practice.

Are there policies that work to
mitigate the impact of
unconscious bias? Are there
processes in place to assess
organizational
programs/processes with a
DEl lens?

Infrastructure and
Capacity

A critical component to long-term
equity work; it determines whether the
plans/work/discussions can be acted
upon, rolled out and sustained

Is there a designated “equity”
or “change” team? Is there
time/resources devoted to
fund DEI work?

Training and
Development

DEl is about continuous learning and
improvement. Staff and leaders need to
be supported and even expected to
take the time to participate in DEI
training opportunities

What trainings have staff
completed? Which staff? How
are learnings shared?
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Data and Evaluation

People’s ideas about evaluation reflects
their worldviews. Additionally, the
extent to which organizations utilize
measures to gather DEI measures such
as race, gender, etc. are an indicator of
their awareness of why this data is
important in assessing organizational
effectiveness.

How is data being tracked (or
is it?) Who is defining success?
What and whose data are
being prioritized?

Decision Making

Both outcomes and process of
organizational decision making provide
rich data regarding DEI; provides
insights around power dynamics, who
benefits, who doesn’t; whose voice(s)
influence decisions.

Is DEI a factor in decision
making? If so how and to what
extent?

Community
Engagement/Partnerships

The constituents and community groups
most impacted by organizational
programs must have their voices valued
and reflected for DEI to be a reality.
Acknowledgement of this fact as well as
movement towards it is a critical step in
DEI.

How does the organization
interact with the community it
serves? Are there formal or
informal partnerships with
community groups?

Inclusion

Inclusion is equity in motion. Even if
staff is diverse, their perspectives may
still not be invited, valued or welcomed
in program and process. Diversity and
equity won’t stick without inclusion.

Who feels seen, valued and
accounted for in work culture
and decision-making? Who is
invited to the table during
design and development?
Who's not?

Lexicon/Discourse

Looking at the perception of whether
DEI terms/language are part of the
organization’s lexicon — whether folks
can explicitly name DEl terms if a
question/concern arises.

Is there shared understanding
of the language of DEI? Can
the terms be used without
fear? Are they a part of day to
day discussion/documents?
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