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Foreword

This PAS was sponsored by All In Diversity. Its development was facilitated by  
BSI Standards Limited and it was published under licence from The British 
Standards Institution. It came into effect on 30th June 2023.

Acknowledgement is given to Christina Thakor-Rankin, 
as the technical author, and the following organizations 
that were involved in the development of this PAS as 
members of the Steering Group:

•	Abounding Solutions

•	All-in Diversity Project

•	Allwyn

•	Creative Treaty

•	Diversio

•	Diversity Trust

•	Fair Play Talks

•	Foster Diversity

•	Inclusion Included

•	Innovate UK

•	Light & Wonder

•	Oxford University Press

•	Skills 4 UK

•	Sytner Group

•	The Certification Group

•	Women on Boards

The British Standards Institution retains ownership and 
copyright of this PAS. BSI Standards Limited, as the 
publisher of the PAS, reserves the right to withdraw or 
amend this PAS on receipt of authoritative advice that 
it is appropriate to do so. This PAS will be reviewed at 
intervals not exceeding two years.

This PAS is not to be regarded as a British Standard. It 
will be withdrawn in the event it is superseded by a 
British Standard.

The PAS process enables a standard to be rapidly 
developed in order to fulfil an immediate stakeholder 
need. A PAS can be considered for further development 
as a British Standard, or constitute part of the UK  
input into the development of a European or 
international standard.

Use of this document
As a code of practice, this PAS takes the form of 
recommendations and guidance. It is not to be quoted 
as if it were a specification. Users are expected to 
ensure that claims of compliance are not misleading.

Users may substitute any of the recommendations in 
this PAS with practices of equivalent or better outcome. 
Any user claiming compliance with this PAS is expected 
to be able to justify any course of action that deviates 
from its recommendations. This publication can be 
withdrawn, revised, partially superseded or superseded. 
Information regarding the status of this publication can 
be found in the Standards Catalogue on the BSI website 
at bsigroup.com/standards, or by contacting the 
Customer Services team.

Where websites and webpages have been cited, they 
are provided for ease of reference and are correct at 
the time of publication. The location of a webpage or 
website, or its contents, cannot be guaranteed.

As a code of practice, this PAS takes the form of 
recommendations and guidance. It is not to be quoted 
as if it were a specification. Users are expected to 
ensure that claims of compliance are not misleading.

Users may substitute any of the recommendations in 
this PAS with practices of equivalent or better outcome. 
Any user claiming compliance with this PAS is expected 
to be able to justify any course of action that deviates 
from its recommendations.
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Presentational conventions
The provisions of this document are presented in  
roman (i.e. upright) type. Its recommendations are 
expressed in sentences in which the principal auxiliary 
verb is “should”.

Commentary, explanation and general informative 
material is presented in smaller italic type, and does not 
constitute a normative element.

Where words have alternative spellings, the preferred 
spelling of the Shorter Oxford English Dictionary is used 
(e.g. “organization” rather than “organisation”).

Contractual and legal considerations
This publication has been prepared in good faith, 
however no representation, warranty, assurance or 
undertaking (express or implied) is or will be made, and 
no responsibility or liability is or will be accepted by 
BSI in relation to the adequacy, accuracy, completeness 
or reasonableness of this publication. All and any such 
responsibility and liability is expressly disclaimed to the 
full extent permitted by the law.

This publication is provided as is, and is to be used at 
the recipient’s own risk.

The recipient is advised to consider seeking professional 
guidance with respect to its use of this publication.

This publication is not intended to constitute a contract. 
Users are responsible for its correct application.

Compliance with a PAS cannot confer immunity from 
legal obligations.
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Introduction

This PAS provides practical guidance and a number of 
workplace tools (Annex A, Annex B, Annex C, Annex D 
and Annex E) for organizations seeking to develop and 
implement a framework and culture that encourages, 
promotes, and supports diversity, equity and inclusion 
in the workplace.

The PAS aims to break down a topic that some might 
see as a complicated or costly concept into five 
simple steps, shown in Figure 1, that are clear, easy to 
understand and translate into action.

Figure 1 – Simple five step approach [© All-in Diversity Project (2021)]

This PAS is applicable to, and can be used by any 
organization of any size, in any sector, anywhere in  
the world.

The standard is not based upon and does not include 
any reference to any specific laws or regulations. 
Organizations are responsible for checking that any 
practices they choose to adopt or implement, are 
compatible with the laws and regulations of the 
locations and environment(s) in which they operate  
or are based.

In recent years, academic and vocational research and 
data-driven analysis of organizational practices from 
world-leading institutions has established a clear link 
showing the growing importance between diversity, 
equity and inclusion and organizational and commercial 
performance.
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The World Economic Forum publication The Case for 
Diversity, Equity and Inclusion 4.0 [1] cites three key 
reasons why diversity, equity and inclusion is a greater 
imperative than ever before for any business.

a)	 Moral imperative: Giving equal access and 
opportunities to all people to work under fair and 
equitable conditions is simply the right thing to do. 

b)	 Legal imperative: The International Labour 
Organization has put into action a range of 
conventions to eliminate discrimination from all 
aspects of work. 

c)	 Economic imperative: To reap the full competitive 
advantages of diversity, equity and inclusion, some 
initial learning effort by managers, employees and 
the whole organization might be required – but 
a wide range of research conclusively documents 
that well managed diverse teams significantly 
outperform well-managed homogenous ones  
over time.

The business case for diversity has also been researched 
and evaluated by a number of established authorities. 

The Gartner CIO Executive Communication Guide [2] 
concluded that “75% of organizations with frontline 
decision-making teams that reflect a diverse and 
inclusive culture will exceed their financial targets. 
The impact of diversity, equity and inclusion is 
highly positive. Gender-diverse and inclusive teams 
outperformed gender-homogeneous, less inclusive 
teams by 50%”. 

The report states that “the difference in employee 
performance between nondiverse and diverse 
organizations is 12%” and the application of cognitive 
diversity “can be what saves the team from ‘groupthink’ 
and allows them to achieve better outcomes”. 

NOTE 1 ”Groupthink” is a phenomenon where the 
desire for harmony or conformity results in irrational, 
dysfunctional, or poor-quality decision-making. This 
stems from the desire to minimize conflict and reach 
a consensus by actively discouraging challenges, 
dissenting viewpoints or allowing any influences or 
views from outside of the immediate group. This results 
in decisions being made without any critical evaluation 
of the alternatives. 

Research undertaken in the McKinsley publication 
Delivering Through Diversity [3] tracked over a 5-year 
period and updated in their more recent report 
Diversity Wins: How inclusion matters [4]. This identifies 
a statistically significant correlation between diverse 
workforces and the ability to out-perform competitors 
and increase profitability. 

The recent McKinsley report [4] indicates that 
“Companies in the top-quartile by gender diversity 
were now 25% more likely to outperform financially, 
whilst top-quartile companies with greater ethnic 
diversity were 36% more likely to outperform on 
profitability”.

Whilst the research based upon commercial metrics and 
profitability might not be applicable to non-commercial 
organizations, the need to make effective and impactful 
decisions applies to all organizations. 

This is especially true for those organizations either 
developing or dependent upon emerging technologies. 

In 2021, Forbes published an article [5] exploring the 
relationship between artificial intelligence (AI) and 
diversity, commenting that “AI systems are built on 
learning from data, and if the data is skewed as per 
the view of the person building it, it can have major 
consequences. Furthermore, AI is already around us 
in places you might not be aware of. For instance, the 
surveillance cameras in many countries already have 
sophisticated AI technology that evaluates every second 
of the movement of the citizens. If there is implicit bias 
in the system, it can be unjust to some people. Diversity 
holds great importance because we want to make sure 
that when an AI system makes a call, it will be able to 
make accurate decisions.” 

However, a 2019 study by the AI Now Institute entitled 
Discriminating Systems [6] shared that women make up 
only 15% of AI researchers at Facebook and just 10% 
at Google. The study also found that less than 5% of 
the staff at Facebook, Google and Microsoft are black, 
while black workers in the U.S. as a whole represent 
roughly 12% of the workforce. Due to the lack of 
diverse engineers and researchers, the products that 
are developed and used by billions of users can result in 
the propagation of bias on a large scale. Consequently, 
inclusion and diversity in AI are crucial.

NOTE 2 While the impact of gender and race bias in 
business is now well established, recent research is 
now helping to raise awareness of the impact of bias 
towards other under-represented groups. 
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NOTE 3 Research from Purple1) states that, “The 
spending power of disabled people and their 
household worldwide is currently estimated to be 
worth $8 trillion, increasing by 14% per annum. Only 
10% of businesses have a targeted strategy for this 
huge market”. It was indicated that “more than  
4 million people in the UK abandoned a retail website 
because of the barriers they found, taking with them 
an estimated spend of £11.75 billion. In 2019, that lost 
business, the ‘Click-Away Pound’, has grown to  
£17.1 billion”. With the advent of Web 3.0 and an even 
greater shift towards technology as enabler and it is 
vital that organizations understand the impact of bias 
at even stage of the development to delivery lifecycle. 

The business and organizational case for diversity, 
equity and inclusion has been established against a 
background of statistical data analysis, performance 
measures and metrics. This PAS is designed to enable 
organizations to develop policy and practices that help 
them to:

•	engage with and educate organizations on the 
benefits of diversity, equality/equity and inclusion;

•	emphasize the increasing importance of social 
responsibility, sustainability (Environmental and Social 
Governance), ethical practices and “doing the right 
thing” to investors, employees, and customers; 

•	benchmark levels of diversity, equality/equity and 
inclusion across organizations and industries; 

•	highlight the importance of diversity, equality/equity 
and inclusion on innovation, technology and product 
development;

•	understand the impact of flexible, virtual and remote 
working practices on employee demographics, 
perception and sense of belonging;

•	consider how organizations can build diversity, equity 
and inclusion into existing procurement processes and 
supply chains;

•	identify and develop diversity, equality and inclusion 
strategies for different categories of stakeholder, 
from investors and shareholders, to employees, 
customers, suppliers and providers;

•	expanding perceptions and definitions of talent and 
ensuring they are reflected in leadership positions 
and roles;

1) Available at: https://wearepurple.org.uk/business/

•	emphasize the relationship between diversity and 
commercial and non-commercial performance; and 

•	help organizations develop a framework for 
promoting and supporting diversity, equality and 
inclusion in the workplace through standards such  
as this PAS.

Diversity, equity and inclusion are complex concepts. 
Our interpretation of these concepts is influenced by 
who we are and where we come from. Our perceptions 
and attitudes, including those about other people, are 
often based on a combination of our cultural, social, 
educational, religious and environmental backgrounds. 

The established views and attitudes of the individuals 
in an organization, or the attitudes of individuals 
leading an organization can often become the culture 
for that organization. This can be the views of leaders, 
managers, key decision makers or others with influence 
within the organization.

Some organizations might be based in jurisdictions 
where laws and regulations or religious beliefs, customs 
or practice could have a direct impact on their approach 
to diversity, equity and inclusion in the workplace. 

Some organizations such as front-line emergency 
services, might insist on certain physical requirements as 
a pre-requisite for particular posts. 

In such cases, organizations should clearly communicate 
the reason and rationale for their position, including any 
legal, regulatory, health and safety, cultural, religious or 
other factors that the decision is based upon. 

NOTE 4 This does not prevent the organization from 
considering adjustments to the requirements of the 
role, the environment, or through use of equipment or 
technology, to make it more accessible to a wider group 
of individuals. A rationale might be a minimum level of 
physical ability or mobility in order to fulfil a necessary 
aspect of the role, such as lifting physical objects.
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Some organizations might be located in geographical 
areas which have varying levels of representation from 
different cultural and social groups. 

NOTE 5 For example, it is not uncommon for capital 
cities or urban areas located close to national borders 
to have a greater level of representation from a wider 
range of different cultural or social groups compared 
to smaller towns in more provincial areas. In such 
cases organizations might seek to have a workforce 
that is as representative of the local population as 
possible in terms of gender, all faiths or none, ethnicity, 
abilities or any other characteristic or trait. Where 
employees are required to be based at a specific 
location(s), organizations can also consider factors 
such as commute time and cost, including access and 
availability of public transport. Where employees are 
not required to be based at a specific location, remote 
or flexible working could allow organizations to have 
employees from a much wider geographical area and 
increase levels of representation from different groups 
and backgrounds.

Changing workplace culture can be disruptive and have 
a negative impact on an organization if it is not done in 
a thoughtful and structured way.

While this PAS gives recommendations and guidance 
on policies, practices, and approaches, organizations 
can select and implement the recommendations and 
guidance which is most appropriate to them and at 
their own pace and budget.

The recommendations do not have to be implemented 
in any particular order, but a phased approach that 
allows the organization to measure progress and  
results against its aims and objectives is often the  
most successful.

Organizations can start with the recommendations 
that are likely to deliver change quickly and with 
minimal disruption to the organization. This could be 
setting up a Diversity Board or Committee or having 
a set of HR and people management policies that 
help support diversity, equity and inclusion. They can 
then work towards developing a clear plan of action 
with a defined timetable for implementing other 
recommendations and changes to working practices. 

When agreeing actions, organizations can benefit from 
considering the activities that might be pre-requisites 
for achieving a specific goal or objective. 

NOTE 6 For example, if the goal is to collect data on 
levels of diversity, the organization needs to decide 
what data they want to collect and how it is collected, 
and how it is communicated across the organization, 
including what they are doing, why they are doing it 
and how. 
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1 Scope

This PAS gives recommendations for practical steps 
that organizations can take to help them develop and 
implement an effective framework to support diversity, 
equity and inclusion in their workplace(s). The PAS 
shows organizations how to develop and implement 
policies and practices to support their diversity, equity 
and inclusion aims and objectives in keeping with their 
existing principles and framework.

It is intended to be used as a practical implementation 
guide for other framework standards, such as  
BS ISO 30415, BS 76000:2015 and BS ISO 45003:2021.

This PAS includes recommendations and guidance as 
well as standards and principles statements issued by 
diversity, equity and inclusion organizations, research 
institutes, government agencies, and other bodies.

It covers practical measures for:

a)	 demonstrating leadership buy-in and commitment 
to diversity, equity and inclusion at all levels of  
the organization;

b)	 incorporating diversity, equity and inclusion 
principles and objectives into an organization’s 
internal policies, practices, processes and procedures;

c)	 establishing the organizational and business 
benefits of creating and maintaining an effective 
culture of diversity, equity and inclusion;

d)	 recruitment and retention strategies that enhance 
diversity, equity and inclusion;

e)	 addressing behaviour which is inconsistent with 
diversity, equity and inclusion principles through 
education, understanding and awareness, and 
supporting people who challenge such behaviour;

f)	 identifying appropriate diversity, equity and 
inclusion learning and development needs at all 
levels within an organization;

g)	 enabling peer networks to support 
underrepresented social and cultural groups;

h)	 recognizing, engaging and supporting 
underrepresented social and cultural groups; 

i)	 creating inclusive brands, customer engagement 
and workplace culture, through adapting change 
management strategies for diversity, equity  
and inclusion;

j)	 understanding and implementing concepts such as 
“diversity of thought”, “dimensions of diversity”, 
“intercultural competence” and “cognitive diversity”;

k)	 incorporating the principles of “inclusive 
innovation” and “inclusive by design” into services, 
business models, business processes, technology and 
product development cycle; 

l)	 setting achievable targets and objectives with 
clear Key Performance Indicators (KPIs) and data 
analytics to support continuous improvement; and 

m)	 measuring the progress of the organization in 
creating and maintaining an effective culture of 
diversity, equity and inclusion.

NOTE 1 While this is a comprehensive list it is not  
a definitive one; organizations can add measures  
and actions as applicable to their evolving aims  
and objectives. 

It is applicable to any organization of any size, 
description, sector, industry or location. 

It can be applied across all aspects of an organization’s 
operations including but not limited to: 

1) 	 board governance;

2) 	 internal and external stakeholder engagement;

3) 	 human resources and people management;

4) 	 communications, marketing and branding;

5) 	 technology (including new and emerging 
technologies); and

6) 	 design and development of products and services. 
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It is intended for use by decision-makers and influencers 
including, but not limited to:

i) 	 board members and organizational leaders;

ii) 	 operational and management teams;

iii) 	HR and people professionals;

iv) 	trade union and employee association 
representatives; 

v) 	 advisors, auditors and investors; and

vi) 	any individual within the organization looking  
to promote diversity, equity and inclusion.

This PAS does not cover existing local, national, or 
international employment law, regulation or policy. 

NOTE 2 It might not be appropriate or legal for an 
organization to implement one consistent policy across 
all of its operations due to local laws and regulations, 
religion or local custom, culture and value and beliefs. 
For example, it might be possible to apply policy and 
practice to gender equality, sexual orientation or same 
sex/gender relationships in some locations but not  
in others.




