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While equity and equality sound similar, they are different concepts, whether in the context of the wider society or in the workplace. Let’s look at the differences between equity vs. equality in the workplace and how you can shift from equality toward equity within your organization. ContentsWhat is equality in the workplace?What does equity mean
in a workplace?What is the difference between equity and equality in the workplace?Why equity in the workplace mattersMaking the shift: How to move from equality to equity in your workplace Put simply, equality in the workplace is about treating all (candidates and) employees the same and offering them the same opportunities, regardless of their
age, gender, race, religion, sexual orientation, and other demographics. An example of workplace equality linked to recruitment is that all candidates get the same amount of time to complete a work assignment as a part of the hiring process. Read on to learn how you can make the transition from equality to equity in the workplace below. Equity in
the workplace is about offering all (candidates and) employees the same opportunities while taking into account their individual needs for specific support or resources and their intersectionalities. Let’s go back to our recruitment example. Equity here means that all candidates get the same work assignment but that people with, for instance, dyslexia
get more time to complete the assignment. This means they have extra time to read and understand the instructions hence truly leveling the playing field. Equality and equity are often used interchangeably. However, this isn’t desirable if you want to build a workplace that champions diversity, equity, inclusion, and belonging. We've included some
examples that illustrate the difference between equity and equality in the workplace in practice. EqualityEquity(Physical) accessAll employees have access to the same resources and spaces within the organization.Equitable access means that you also think about how different people within your business can use physical spaces and resources. As
ADP’s Principal Future of Work Giselle Mota points out, it includes looking at accessibility in Web3 and the metaverse, too.So, what does this look like? Consider how accessible your meeting rooms or restrooms are for people in a wheelchair, for example. Or how accurate the closed captions you use in company presentations are. Have you already
asked your employees who are deaf or hard of hearing about this?Employee benefitsAll employees get the same benefits package providing them with, for instance, child care support, basic health insurance, and a pension plan.To a certain extent, employees can choose what benefits suit them best according to their specific situation. I.e., a man in his
early twenties with no kids yet and health insurance via his partner might want more salary instead to spend on the things he enjoys in life. Both women and men might want a company’s bereavement policy to also include leave after miscarriage or abortion instead of ‘just’ when a close family member passes away.Another example of equitable
benefits is having spousal health insurance that’s available to same-sex couples and non-traditional families as well.IncentivesEvery person in the organization that hits their KPIs for the year gets to go on the company’s annual ‘top-performers’ skiing trip.Event-based incentives such as an annual company skiing trip might isolate certain people.
Either because they have never been skiing before, cannot ski due to health reasons, cannot go due to family reasons, or because they don’t drink alcohol and therefore dread the apres skiing drinks. Financial incentives and/or an employee recognition program are more inclusive alternatives. Four in five employees want to work for a company that
values diversity, equity, and inclusion. Shifting your approach from treating your employees equally to treating them equitably helps you become a better employer and a competitive business. Here’s how: If you’'re building a truly equitable workplace, you’re much more likely to foster an inclusive work environment, too. In such an environment,
people feel safe and not afraid to show their real personalities. Their talents and aspirations, but also their insecurities, doubts, and worries. In other words, a place where everybody can bring their whole self to work and freely express their opinion. Another, almost natural consequence of being in an equitable and inclusive work environment is that
people are more productive. That’s because when you consider people’s individual needs, they are more likely to feel included and empowered to perform at their best. On top of that, they're (better) equipped to progress in their career. When people have equitable access to opportunities, they feel comfortable contributing to discussions, sharing
their ideas, etc. Looking at challenges from multiple perspectives is known to spark innovation and help with problem-solving. Imagine this. You're hard of hearing, and your manager has just shared a presentation about next year’s strategy with you and the rest of the team. The presentation includes various short videos without closed captions. This
makes it very hard for you to fully understand the key pillars of the strategy, let alone share your view on it. Conversely, being able to understand the strategy, you're able to provide a different perspective and contribute with ideas. Companies with inclusive (and equitable) cultures have 22% lower turnover rates. People who work in an equitable,
inclusive, and productive environment are typically more engaged and tend to stay with their organization for longer. While equal treatment and equal opportunity might sound like a fair approach at the first glance, if you neglect catering to the different needs of your employees, they will not be able to reach their full potential. Here’s how to start
transitioning to equitable practices at your organization: Looking at your employee life cycle is an excellent start to structure your efforts. Ask yourself: How are equality and equity present in the various stages of the employee life cycle, from attraction all the way to the happy leavers stage? How can you make the people experience more equitable?
Consider, for example, recruitment, onboarding, L&D opportunities, and various company policies. “One aspect of this is really looking at the whole person in terms of our own talent management approach. It’s their skills, their aspirations, their strengths, their affinities. And this also creates much more equity. If we provide access based on skills, for
example, things like qualifications from colleges and universities are great, but often focused solely on degrees or certificates, overlooking the skills that people gain throughout their lives, whether it’s volunteering and so forth. So I think as we look forward, we want to make sure that we’'re taking into account the whole person,” says Amy
Goldfinger, SVP, Global Talent, Workforce Strategy and OD at Walmart. Solicit feedback from candidates and employees on how they’ve experienced your recruitment process and how they see your overall people experience. Use the various stages of your employee life cycle again to structure your feedback-gathering efforts. Ways to do this can
include: First, it’s important to ensure that your survey is accessible. You can check with your survey vendor how they ensure the accessibility of the surveys. For example, do they utilize text alternatives for non-text online content? Is it possible to enlarge the text? If you're creating your own surveys, review accessibility principles for websites and
online tools. Once you've done this, you can continue your survey. Examples of questions that can help you learn about the state of equity in the various stages of the employee life cycle at your organization can include the following: Rate the following statements on a scale of 1 to 5, with 1 being ‘Strongly Disagree’, and 5 being ‘Strongly Agree.’ The
learning and development program and how to access it at [name company] is transparent to all employees. Everyone, regardless of their background, age, race, gender, and other characteristics, has equitable opportunities for learning and development at [name company]. I feel supported in my learning and development at [name company]. These
question examples focus on the development phase of the employee life cycle, but you can easily rephrase them for any other stage of the cycle. Pay equity is probably one of the most visible parts of equity. Put simply, the core idea of pay equity is that employees should be paid the same if they are doing work of equal value. This means that the
different roles are equal in terms of effort and skill. For example, if a company employs male warehouse operatives and female clerical assistants, both should be paid the same - unless there is a good reason for a difference. Good reasons for differences in pay could include tenure and qualifications. Pay equity is essential not only because you want
to pay your employees fairly but also because you must comply with local laws and regulations. A good way to find out where you’re at regarding pay equity is by conducting a pay equity analysis. It allows you to uncover where the gaps are and come up with strategies to close these gaps. Another thing you can do is not ask applicants about their
salary history. Multiple US states have already banned this. Research shows that salary history bans have led to salary increases of 6.2% and 5.9% for job-changing women and non-White people, respectively. In order to get one step closer to workplace equity, you need to foster diversity in organizational leadership and management. A few good
strategies to do this include: A critical note here is in order, however. All of these things sound wonderful in theory but are a little more complicated in reality. Too often still, bias, managers working their way around performance systems (hence lowballing people from underrepresented groups), and counterproductive grievance systems lead to a less
diverse leadership group in organizations. For example, a survey by Gartner showed that 88% of DEI leaders perceive bias in their organization’s promotions and/or succession processes. Some companies are tackling this by redefining who in the company has the potential to be a successor. Instead of looking for an individual that is very much like
the person who is leaving and considering the manager’s opinion, they select future leaders based on 360-degree feedback. Also, many organizations are dropping unnecessary educational requirements and implementing skills assessments to get an accurate picture of potential successors. It’s important to keep track of the progress you’'re making
toward building an equitable organization. So, put metrics in place that help you determine how well you’re doing (or not). Here are a few things you can do: Use equity measures that look something like this depending on the various stages of the employee life cycle: % of candidates who believe they are treated fairly, equitably, and with respect
when it comes to the recruitment process. % of employees who feel they are treated fairly, equitably, and with respect during the onboarding process. % of employees who believe they are treated fairly, equitably, and with respect when it comes to learning and development opportunities in the organization. % of employees who feel their
compensation and benefits are fair for their role, experience, and industry standards. Set SMART goals to motivate your People Team but also to make your objectives a lot more tangible. For example: “Increase the percentage of candidates who believe they were treated fairly, equitably, and with respect during the recruitment process to 80% by the
end of the year”. Based on the results you get, you can improve your equity efforts further and continue building an increasingly equitable organization. Building an equitable work environment requires a lot of effort. It’s definitely not a one-and-done either. Rather, it’s a continuous process of gathering feedback, optimizing where necessary, and
starting the cycle again. When done well, though, becoming an equitable employer means providing an inclusive space where your employees can thrive while also helping your organization keep its people for longer and reaping the business benefits. Equity in the Workplace has become a cornerstone of a thriving, dynamic organisation. It's more
than just a policy or a buzzword—it's the foundation that ensures all employees have the necessary tools, resources, and opportunities for their success. When companies prioritise equity, they create an environment where every individual feels valued and supported, leading to stronger teams, better Decision-Making, and increased innovation. But
what does Equity in the Workplace truly mean, and how can organisations achieve it? Equity goes beyond simply offering the same resources to everyone—it recognises that different employees have different needs and challenges. In this blog, we’ll dive deep into the concept of equity, its importance in creating a positive work culture, and practical
strategies to promote it. Table of Contents 1) Understanding Equity 2) Key Principles of Fairness and Equity 3) Examples of Equity in the Workplace 4) Effective Ways to Promote Equity in the Workplace 5) Benefits of Promoting Equity in the Workplace 6) Strategies to Promote Equity in the Workplace 7) How Equity Can Improve Employee
Retention? 8) Conclusion Understanding Equity Equity is a construct which originated from the perspective of fair treatment. There is a world of difference between equality-the view that every participant must have equal assets and resources-and equity, which considers the differences in individuals' needs, conditions, and starting points. In the
workplace, it means bringing all people to a level playing field so that everyone's idea of being at their best can work out fairly. What is Equity in the Workplace? Workplace equity is ensuring that all employees have access to those resources, opportunities, and support necessary for work at a high level. Workplaces of this nature are recognising that
not everyone starts from the same platform and, thus, requires an adjustment for balancing those differences. This may mean your compensation could be equitably distributed, or extra support and receptivity for people with disabilities could be taken into consideration or implementing cultural diversity practices. It means all Employees can feel they
are being treated justly, with policies followed by the company. Equitability gives the same thing to everybody, but equity tries to provide what people really need to succeed. It is a mindset that prioritises fairness and attempts to take down barriers preventing different groups of people from advancing inside an organisation. Why is Workplace Equity
Important? Workplace equity is very important because it creates room for inclusion and respect. When people feel they are being treated evenly and fairly, they will be more engaged, productive, and loyal to the organisation. 1) Promotes Inclusion and Respect: Equity ensures that employees feel treated fairly, which leads to higher engagement,
productivity, and loyalty to the organisation. 2) Encourages Workplace Diversity: Equity fosters a culture that embraces diverse backgrounds and perspectives. This diversity of thought may result in better decision-making, increased creativity, and a wide range of ideas, keeping the company competitive in a globalised world. A focus on board
diversity further strengthens this dynamic by ensuring leadership reflects a variety of viewpoints. 3) Reduces Employee Turnover: Employees are unlikely to leave when they feel valued, supported, and given fair opportunities. Lack of equity risks resentment, unhealthy competition, and eventual talent loss. Key Principles of Fairness and Equity To
create an equitable workplace, business needs to focus on a few main concepts: 1) Fairness: Ensure that employees are not only treated equally but also provided with necessary adjustments or accommodation to create equal opportunities for all. 2) Inclusivity: Create a work environment where every individual, despite of background or
circumstance, feels welcomed, valued, and respected. 3) Continuous Improvement: Commit to regularly evaluating and enhancing workplace practices to meet the evolving needs of the workforce, ensuring that equity is always upheld. Examples of Equity in the Workplace To understand what equity more generally looks like, let's drill down into some
real-life examples of how organisations can build equity. 1) Disclosing Wage Data One effective way of ensuring fairness is to publish wage Data. Salaries need to be publicised for everyone in the company. This makes the companies perceived as making fair pay. Transparency reveals wage gaps attributed to either gender, race group, or any other
group. Workers honour transparency since it informs them that an employee's remuneration is only for their work. 2) Offering Diversity Training Diversity training is another key area related to the promotion of equity at work. In this, employees learn about unconscious biases and culture and are also encouraged to foster Diversity in their
workplaces. Providing ongoing training can empower employees to appreciate equity in some aspects while encouraging even more thoughtful and inclusive behaviour. 3) Accommodating Health Conditions or Disabilities Workplace equity also reaches out to including workers with health conditions or disabilities so that employees have what they
need to do their jobs effectively. This could be through accessible workspaces, flexible schedules, or the ability to work from home. All these accommodations help ensure that every employee, regardless of physical or mental condition, can perform optimally. Want to set new benchmarks for your business ethics goals? Register for our Ethics in
Workplace Training - Join today. Effective Ways to Promote Equity in the Workplace To advance equity, a business would need to operate in ways that are conscious, committed, and sustained. Here are some practical ways companies can start working towards an equitable environment. 1) Prioritise Wage Equality Work equality involves wage equity.
Perform regular salary audits to identify unjustified pay disparities among employees performing basically the same job. In doing so, employers can work toward reducing unequal pay for equal work based on race, colour, national origin, sex, or other arbitrary factors. 2) Assess Workplace Equity Traditional evaluations of workplace equity can also
enable businesses to determine what is needed to be improved. Employee surveys, anonymous feedback, and Data Analysis can all bring insight into how fair the workplace is supposed to seem to its employees. Businesses can then proactively improve gaps in equity across departments in the workplace. 3) Revise Hiring Practices Hiring practices can
be revamped without biases only when equity is promoted. In fact, companies must focus on how to shape a Recruitment Process that cares about diversity - perhaps blind resume reviews or structured interviews. This reduces unconscious bias and allows the best qualified, regardless of background, to get the opportunities. 4) Establish a DEIB
Council Establishment of a Diversity, Equity, Inclusion, and Belonging (DEIB) council sets out guaranteeing that equity promotion remains in the company's agenda. This council checks the company's policies with regularity and tends to recommend changes and advocate for employees with special needs. A good DEIB council will act as a middle force
between the leadership and employees to ensure efficiency in carrying out equity-related activities. 5) Improve the Onboarding Process Proper onboarding is the most vital practice that sets the tone regarding workplace equity. Ensure that all new hires receive the necessary resources and support through a customized program tailored to their
needs. This could include assigning specific mentors, training them to understand the company’s general culture, or addressing Workplace Accessibility concerns they may have from the start. 6) Share Equity Goals and Progress Transparency on equity promotion, including the goal of the company on equity, progress, and what needs to improve,
should be shared among employees. In this manner, business is credited to become responsible, and collective effort is enhanced in reaching equity. Benefits of Promoting Equity in the Workplace Promoting Equity in the Workplace is crucial for fostering a fair, inclusive, and supportive environment. It benefits both employees and organisations by
improving morale, innovation, and retention while attracting top talent. Some of the benefits of promoting Equity in the Workplace are: 1) Higher Employee Satisfaction: Equity improves morale, making employees feel respected and supported, which increases loyalty and productivity. 2) Reduced Turnover Rates: Employees are unlikely to leave when
they feel valued, leading to improved retention. 3) Fosters Innovation: An equitable environment encourages diverse perspectives, resulting in creative problem-solving and better decision-making. 4) Attracts Top Talent: Companies known for promoting equity appeal to job seekers who prioritise fairness and inclusivity in their workplace choices.
Strategies to Promote Equity in the Workplace Implementing Equity in the Workplace requires a thoughtful, long-term approach. By setting clear goals, creating actionable plans, and securing leadership support, businesses can ensure lasting equity for all employees. 1) Identify Key Equity Goals: Focus on eliminating pay disparities, improving
accessibility, or diversifying leadership. 2) Create a Plan of Action: Develop concrete steps such as revising policies, offering training, or establishing programs to support underrepresented groups. 3) Leadership Involvement: Ensure senior leaders champion equity initiatives, setting an example for the organisation to follow. 4) Regular Progress
Reviews: Continuously review, celebrate successes, and adapt strategies to keep equity efforts at the forefront of business operations. How Equity Can Improve Employee Retention? Workplace equity significantly boosts employee retention by fostering a sense of value, support, and fairness. When employees feel respected, they remain more engaged
and loyal to the organisation. Here’s how equity can improve employee retention: 1) Enhances Employee Loyalty: Valued and supported employees are more likely to stay with their employer, boosting engagement and productivity. 2) Reduces Turnover: Fair treatment and equal opportunities decrease frustration and resentment, leading to lower
turnover rates. 3) Fosters a Respectful Culture: An equitable environment fosters a culture of respect and belonging, minimizing the risk of employees leaving due to discrimination in the workplace or seeking other opportunities. Build trust, boost morale, and drive success. Master the art of ethical leadership with our Business Ethics Course - Join
now. Conclusion Promoting Equity in the Workplace is more than just a moral obligation; it's a smart business strategy, particularly in a Hybrid Workplace Strategy. When companies commit to fairness and inclusivity, they build a culture where every employee feels valued, respected, and empowered to succeed. This not only enhances creativity and
decision-making but also fosters long-term loyalty and attracts top-tier talent. As workplaces continue to evolve, prioritising equity isn't just about staying competitive—it's about creating an environment where everyone can thrive, driving the organisation toward greater innovation and success. Elevate your leadership! Learn how strong ethics can
transform teams and businesses. Join our Team and Management Ethics Course now. Internal equity is the concept that employees should be treated fairly and equitably in relation to each other. This includes things like compensation, benefits, job duties, and working conditions. When internal equity is maintained, it helps to create a positive work
environment where employees feel valued and respected.It also helps to ensure compliance with employment regulations. In addition, internal equity can help to improve teamwork and communication among employees. When everyone is on the same page and working towards the same goal, it can lead to better results for the company as a whole.
Maintaining internal equity is essential for any organization that wants to create a positive, productive work environment.Human Resources is important in introducing and maintaining internal equity because it helps to ensure that employees are treated fairly and equally. By distributing workloads evenly and providing employees with the same
opportunities for development and advancement, Human Resources helps to create a level playing field within an organization.This, in turn, boosts morale and motivation levels, as employees feel that they are being given a fair chance to succeed. In addition, by promoting internal equity, human resources can help to avoid potential legal issues, such
as discrimination claims. As such, human resources plays a vital role in ensuring both organizational fairness and compliance with the law.There is also a strong link to a corporate culture that is essential to the success of any business. It helps to promote teamwork and internal fairness, and it provides a foundation for meeting business goals and
targets.When employees feel that they are part of a positive and supportive culture, they are more likely to be engaged and productive. In addition, a strong corporate culture can help to attract and retain top talent. Employees who feel valued and respected are more likely to stick with a company, even during tough times.Internal Equity as HR RoleA
corporate culture that promotes these values will help to ensure that a company remains successful in the long term.Also, any business or HR strategy that doesn’t have a big component of internal fairness is incomplete. That’s because employees who feel like they’re being treated fairly are more likely to be engaged and productive. They’'re also less
likely to leave the company, which can save your business a lot of money in turnover costs.Additionally, happy employees tend to be better ambassadors for your brand and can help attract top talent to your company. So if you want your business to be successful, make sure internal fairness is a key part of your strategy.What is Internal Equity?
Internal equity is the fairness and balance within an organization. It’s ensuring that employees are being treated equitably based on their role, performance, and contribution to the organization.This can be accomplished through a variety of HR processes, such as job evaluations, salary benchmarking, and compensation planning. Job evaluations help
to ensure that employees are being paid fairly for their position by comparing it to similar roles within the organization.Salary benchmarking looks at external data to ensure that employees are being paid in line with the market rates for their skills and experience. Compensation planning takes into account internal equity when creating pay programs
and strategies. By considering all of these factors, organizations can create a system of internal equity that ensures employees are being compensated fairly. Why is Internal Equity Important?Internal equity is important for a number of reasons. First, it ensures that employees are treated fairly and equally in terms of compensation and benefits.This,
in turn, helps to create a positive work environment and foster employee loyalty. Additionally, internal equity helps to ensure that the company is able to attract and retain top talent.By offering competitive wages and benefits, the company can attract the best job applicants and keep them motivated to stay with the company long-term.Finally, internal
fairness can help to boost productivity by ensuring that employees feel valued and appreciated. When employees feel like they are being treated fairly, they are more likely to be productive and engaged in their work. As a result, internal equity is essential for any company that wants to be successful. How Human Resources safeguards Internal Equity
and what is the role of HR ManagersHuman resources play a vital role in safeguarding internal equity within an organization. By introducing key principles into various HR processes, they help to ensure that managers have the same approach to all team members.This includes ensuring that everyone has access to the same information and resources
and that decisions are made fairly and impartially. Additionally, human resources help to create a level playing field by ensuring that all employees are treated equally in terms of benefits, working conditions, and development opportunities.Recruitment and StaffingIn recruitment and selection, the basic principle is about equal employment
opportunities for everyone, including fair competition between internal and external talents.The term “equal opportunity employer” generally refers to an organization that does not discriminate against employees or job applicants based on race, color, religion, sex, national origin, age, disability, or other protected characteristics.An equal opportunity
employer makes employment decisions based solely on an individual’s qualifications and ability to do the job. In order to promote diversity and inclusion in the workplace, many companies have adopted policies and practices that provide equal opportunities for all employees.This includes offering training and development programs that are open to
all employees, regardless of their background or experience. Additionally, equal opportunity employers typically have policies in place that prohibit harassment and discrimination in the workplace.As the first point of contact for many employees, Human Resources plays a vital role in setting the tone for an organization. When it comes to recruiting,
this means creating a process that is fair and transparent for all candidates, regardless of whether they are internal or external.There are several ways to achieve this goal. First, it is important to provide equal access to information and resources. For instance, all candidates should be given the same job description and have the opportunity to ask
questions throughout the process.Second, the assessment criteria should be applied consistently to all candidates. This will help to ensure that everyone has a fair chance of being selected for the role.Finally, it is essential to provide feedback in a timely manner to all candidates, regardless of whether they are successful or not. By following these
guidelines, Human Resources can create a level playing field for all candidates and help to ensure that the best person for the job is ultimately hired.Organization DesignOrganization design is a critical tool for ensuring internal fairness within a company. By clearly defining job roles and responsibilities, and by aligning job descriptions with company
goals, Organization Design can help to create a level playing field for all employees.A well-designed organization ensures that job descriptions are clear and job roles are distinct. This minimizes confusion and ambiguity and helps to ensure that employees are held accountable for their performance.Additionally, by regularly reviewing and updating job
descriptions, organization design can help to ensure that job roles remain relevant and that employees are held accountable for their performance. By creating new job roles and clearly defining expectations, organizations can ensure that all employees have a fair chance to succeed.Finally, by creating new job roles as needed, organization design can
help to keep companies flexible and responsive to change. By following these key principles, companies can ensure that their Organization Design promotes internal fairness and creates a positive work environment for all employees.Compensation and BenefitsOne of the most important aspects of compensation and benefits is ensuring internal
fairness. Job Design, clear job descriptions, and create new job roles are all key principles that can help to achieve this goal.By taking the time to design jobs that are fair and accurately reflect the responsibilities of each position, companies can help to ensure that all employees are compensated fairly.In addition, clear job descriptions help to avoid
confusion and ambiguity about what is expected of each role. Finally, creating new job roles regularly helps to keep the compensation and benefits structure up-to-date and ensures that all employees are fairly compensated for their contributions.By following these principles, companies can help to create a compensation and benefits structure that is
fair and equitable for all. When setting a base pay policy, organizations must take care to ensure internal fairness. This means considering job levels, market pay, and internal equity.Job Levels should be aligned with industry standards to ensure that employees are being paid fair market value for their position. Internal equity should also be
considered, to ensure that employees with similar job levels and experience are being paid comparably.By taking these factors into account, organizations can develop a pay policy that is both externally competitive and internally equitable.Organizations must carefully consider pay ranges as a critical component of internal equity. Pay ranges provide
the framework for pay decisions, such as setting pay for new hires and awarding merit increases.They also help to ensure that pay levels remain competitive and aligned with the organization’s overall compensation strategy. When designing pay ranges, organizations should consider market rates, cost of living, and internal fairness.Pay Ranges should
be broad enough to accommodate a variety of pay decisions, but not so broad that they lose all meaning. By carefully considering pay ranges as a key element of their compensation strategy, organizations can ensure that pay levels are fair, competitive, and aligned with their business goals.Performance ManagementThe goal-setting process is the
first step in the performance management process and is crucial to ensuring internal fairness. The goal-setting process should be cascading, meaning that goals should be set starting from the top and cascading down throughout the organization.It supports internal fairness by ensuring that everyone has a clear understanding of what is expected of
them and how their performance will be evaluated. The cascading goals approach ensures that everyone is working towards the same overall goal and that everyone is on the same page.Feedback is another important aspect of goal setting. It should be given frequently and should be based on facts and data. This helps to ensure that goals are realistic
and achievable and that employees are aware of their progress. By following these steps, organizations can ensure that their goal-setting process is fair and effective.Talent Management and Succession PlanningTalent management and succession planning are two important strategies that organizations use to support internal fairness. Talent
management is the process of identifying individuals with the potential to assume leadership roles and providing them with the developmental opportunities they need to be successful.This ensures that there is a talent pipeline in place to fill future vacancies in a fair and transparent manner. Succession planning goes one step further by identifying
specific individuals who are ready to assume a leadership role in the event of a vacancy.This helps to ensure that there is continuity in organizational leadership and that promotions are based on merit. Together, these two strategies help to create a fair and transparent promotion process that supports internal fairness.Section ContentHR Roles &
Responsibilities HR Management Human Resources The E in DEI is often overlooked, but equity in the workplace is an essential part of any solid DEI strategy, helping to create an inclusive work environment where everyone has equal opportunities to thrive, contribute, and succeed. But building an equitable workforce is no easy task. It involves
taking a deep look at the policies and procedures across an organization and reshaping them to remove systemic and structural barriers to enable individuals or groups of people to flourish and progress in their careers fairly. Read on as we give you the perfect primer on equity in the workplace, look at the difference between equity and equality,
provide tips on how to promote equity in your organization, and explore how to measure workplace equity. Discover how 15Five’s HRIS dashboard can help improve the HR outcomes that drive business performance today. Equity in the workplace is the concept of creating a culture of fairness, impartiality, and justice throughout employment policies
and practices. Equity focuses on ensuring that all employees have comparable access to career and development opportunities, fairness in pay and benefits, and are treated without favoritism or discrimination regarding work duties and responsibilities. Therefore, equity is different from equality. Achieving an equitable workplace involves promoting
and implementing policies and procedures that ensure equal opportunities for all employees, regardless of race, ethnicity, age, gender, sexual orientation, location, or disability. You might think equity sounds a lot like equality in the workplace. And you’re not wrong—the two concepts are very similar. The key difference between equity and equality
is that equality focuses on treating all employees the same. For example, your company implements a policy whereby all employees, regardless of gender, are entitled to the same amount of parental leave. Equity focuses on giving employees the opportunity to succeed in the workplace by recognizing they all have different needs and require
different levels of support. For example, your company implements a mentorship program to promote career development for underrepresented groups. You're a neurodivergent woman working remotely in a development role for a non-profit. Your company pivots to bringing employees in-house, asking them to return to the office five days a week.
Because of your neurodiversity, you find it easier to focus at home with minimal distractions, but your manager says everyone must come back in-house, providing little flexibility or accommodation. How would you feel in this situation when your employer hasn’t removed barriers that help you perform at a high level? Probably disengaged, resentful,
and unmotivated — critical issues that undermine business performance and employee retention. This is why organizations need to focus on building workforces that promote diversity, equity, and inclusion so that employees from all backgrounds feel equal and included and have the same resources and opportunities as every other employee.
Additionally, building an equitable company develops employee trust, fosters a sense of belonging and community, helps to reduce bias and discrimination, and allows employees to work at their best, helping your business grow while retaining talent. If you're right at the start of your company’s DEI journey, consider building a diversity, equity, and
inclusion committee to help support your DEI efforts. Usually, a DEI committee comprises employees from various departments who are passionate about and engaged with diversity within their place of work. One key benefit of a DEI committee is that the group helps keep the company accountable. For example, you make a commitment in your
diversity, equity, and inclusion statement to adhere to transparent hiring practices to support equity in the workplace. Your DEI committee can help ensure the commitment comes to fruition. Let’s say Sally and Bob work the same job, at the same level, with the same responsibilities. Sally gets paid $84,000, and Bob gets paid $100,000. Who’s going
to be less happy in the workplace? It’s Sally. Unfortunately, the above scenario is not fiction. Women earn 16% less than men across full-time jobs in America, and factors such as race, ethnicity, sexual orientation, and disability status influence discriminatory workplace pay gaps across many industries. One way to counter this and promote
workplace equity is to eliminate pay gaps and ensure that all employees are fairly compensated for their work, regardless of gender, race, or other characteristics. No one likes to feel like they are missing out on career opportunities and development because they’re different. Left unchecked, not feeling included in the workplace can lead to
decreases in performance, impacting revenue and engagement metrics. Businesses need to ensure that employees have equal access to training, development programs and courses, mentorship connections, and career advancement/promotion opportunities—regardless of who they are and without any form of discrimination to help bolster equity in
the workplace efforts. According to 15Five’s DEIB report, which provides a transparent snapshot of the company’s diversity, equity, inclusion, and belonging metrics, workplace equity is measured by comparing demographic representation throughout the entire employee lifecycle, from pre-hire to retirement. Here are a few points to take a look at.
Representation: Measure the representation of different groups, such as race, gender, disability, and if someone identifies as LGBTQ2+. Pay: Analyze your pay structures to identify potential discrepancies in compensation between different groups and ensure that employees performing comparable work are fairly compensated. Training: Track
participation rates in development and training programs across various groups and analyze them to determine if there are barriers to opportunities. Promotion: Assess promotion rates across different groups and analyze the data to understand whether advancement is more or less likely to happen to represented or underrepresented groups.
Retention and turnover: Measure retention rates across different demographics and track turnover rates which could shed light on potential issues relating to DEI in the workplace. If you want to build an equitable workforce that enhances employee engagement and satisfaction and attracts top-tier talent, start with the basics and develop from there.
Of course, no one is expecting you to get everything right the first time, but hopefully, this short guide equips you with the tools you need to get started.
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