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APPENDIX 1 Schedule of Data and Metrics to Consider for Race Equality
Red: The minimum that firms should do in terms of measurement and reporting OR a narrative with aligned
business objectives/targets to their EDI strategy
Amber: Enlightened thinking and measurement on race equality measurement
Blue: Blue Sky thinking and best practice in terms of race equality milestones, objectives, measurement and
progress
Business Case – Engaging the Leadership
Business Case - Red
Explore existing data sources which collate, analyse and benchmark each firm’s approach to Race Equality.
n Build a business case or EDI plan to get buy-in from the company leadership team and start collecting data
n Understand how to lawfully collect data and plan the process and individuals to manage this. Set targets
n Consider the actions in the roadmaps of the Parker and McGregor-Smith Reviews. See Chapters 3 and 4 for the key
features and which if any should be adopted by the organisation
n Consider if there is a Charter or a ‘Promise’ which fits the organisation’s D&I commitment and aspirations. See Chapter
3 for the key features and an evaluation of three Charters and one Promise
n Encourage the leadership to sign up to a Charter or ‘Promise’
n Consider and convey to the business how regulators and shareholders are increasing their scrutiny on EDI issues.
Reference the public statements by the FCA and the joint discussion paper issued by the FCA in conjunction with the
PRA and Bank of England entitled “Diversity and Inclusion: Working together to drive change”. See Chapter 2. Also
reference the Investment Association’s suite of Diversity and Inclusion Guides to build more sustainable businesses
through the investor’s lens
n Finally, reinforce the benefits of a strong Environmental, Social and Governance (ESG) policy through which stakeholders
(from prospective employees to investors) analyse the credentials of the firm.
Legal requirements
Legal Requirements to consider - Red
Consider the two key relevant UK laws:
n Equality Act 2010: Applies regardless of the size of the organisation, the sector or number of employees. It provides
a legal framework that protects individuals from unfair treatment and discrimination and places obligations on
employers and others, as well as supports the requirement to ensure equality of opportunity for all
n The Data Protection Act 2018 is the UK’s legislation which implements the General Data Protection Regulation (GDPR).
Everyone responsible for using personal data must follow strict rules call ‘data protection principles’ and ensure lawful
processing is undertaken. These are listed in Chapter 4
Overseas Jurisdictions
n For overseas jurisdictions seek advice as to what data, including personal data for monitoring progress and
achievements can lawfully be requested or secured. There may be existing monitoring requirements and legal
obligations in countries in which a business operates (through legislative requirements such as those in the USA,
Australia and New Zealand) and/or global reporting in the business which requires different categories to be included
(for example Hispanic and indigenous population groups) which must be adhered to. See Chapter 4
The 2017 European Commission Report on Data collection in the field of ethnicity is a useful source for understanding the
UK and global guidelines particularly:
Legal frameworks for collecting data. Entitled “Analysis and comparative review of equality data collection practices in the
European Union. Data collection in the field of ethnicity”1 the highlights include:
n Legal frameworks for collecting data on racial and ethnic origin – page 14
n Examples of Member States that have laws obliging or promoting the collection of data relating to race and ethnic
origin – page 15
n Mapping existing sources of equality data on racial and ethnic origin – page 16
n International and European Sources of Data – page 16
n UN Recommendations on statistical data collection regarding ethnicity – page 21
n Official sources of data collection – page 22
n Key Issues in Data Collection on Racial and Ethnic Origin (e.g. abusive practices) – page 31.
https://op.europa.eu/en/publication-detail/-/publication/1dcc2e44-4370-11ea-b81b-01aa75ed71a1/language-en1
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Education/Training & Communication
Education/Training & Communications - Red
n Publicly acknowledge that racism exists in society and that it exists within the organisation and make a commitment
to address this and – where possible – say how
n Set out the EDI training provided by the organisation and understand how these interventions are communicated to
employees
n Communicate clear expectations of individual behaviours and take action when these behaviours fall short
n For smaller organisations who lack the resource to solely focus on diversity and inclusion - focus on measurement
rather than metrics
n Identify who is responsible for different elements of EDI in the organisation and what that responsibility entails at each level:
n Board
n Executive Committee
n Senior Leaders
n HR
n Employee Resource Groups
n All colleagues
n Communicate regularly, openly and transparently on how this confidential data is being sourced and applied and the
actionable insights that will be gained to encourage responses to EDI monitoring. See Appendix 3. Continue to
encourage new joiners to input their information and explore/implement ways for existing employees to disclose so
that change can be achieved.
Education/Training & Communications - Amber
n Commission an external party to carry out an independent diversity and inclusion report and to provide insights and
recommendations for improvement
n Alternatively consider using an external benchmarking system to identify where the firm is in creating race equality,
identify the gaps and recommend changes. Also gain insight on how the organisation is performing against external
peers. See Chapter 4 – The Use of Technology.
n Develop a Race Action Network and Plan to drive cultural change. Be mindful this may entail more than one network
as there may be intersectional elements such as religion
Education/Training & Communications – Blue
n Ask high profile employees to communicate why they are declaring their ethnicity data, why is it important to them
and the benefits to the organization. Allies could also be asked to communicate the benefits to the individual and
organization of doing this.
n Communicate case studies and stories about how firms are managing race equality, alongside living and breathing it
n Identify role models, sponsors, mentors and allies and ask them to share their stories to inspire both organizational
progression on race equality and the career progression of ethnic minority colleagues.
Data
Data - Red
n Set the ground rules. Re-assure employees by publishing a privacy statement outlining how the personal data is
protected
n Provide a range of categories and a “prefer not to say” option is important
n Remember that increasing numbers of individuals in the UK are also of mixed race, which means there is a complex
make up of those in the employed population in the UK, influenced subjectively by how individuals identify themselves
n Understand exactly what needs to be measured and why. Build the firm’s metrics to fit this purpose using good data
Ideas for data:
n The ethnic make-up of the Board or ExCo minus 1 level down as they are generally very visible and highly engaged.
n The ethnic make-up of the senior manager populations for the top three grades below the Board or ExCo
n Promotion into the Senior Manager cohort: what does the ethnic make-up look like for the pipeline?
n Look at the ethnic make-up of the rest of the organisation in the UK with a caveat that there are always gaps in data if
people don’t want to provide it
n Recruitment analysis by ethnicity and departures
n Ensure the metrics selected allow interrogation to see if the work undertaken is pulling the company in the right
direction

Inspiring Journeys to Race Equality

41

n Design and deliver an anonymous and confidential engagement survey, using ethnic categories to set the
demographics and gaining insight to how people are feeling grouped into their ethnic category. There are questions
in the Financial Service Skills Commission’s publication “Measuring Inclusion” across all characteristics which might
prove useful. See Chapter 2 - Work by Other Entities for the link
n Be mindful that the term which has become modern parlance “Black, Asian minority ethnic (BAME)”, has been
rejected by some which is why this publication also uses “ethnic minority population.” See
www.gov.uk/government/publications/the-report-of-the-commission-on-race-and-ethnic-disparities/forewordintroduction-and-full-recommendations
n Agree how to categorise ethnicity data. The ONS categories are useful in this regard. See Chapter 4 – The Purpose of
Data Collection
n Decide on the required level of granularity
n Identify what messages can be used to encourage people to complete the data? Response rates need to be high to
make the metrics meaningful
n Remember - there will always be gaps in ethnicity data because employees will be reticent about providing their
personal information. They may wish to wait and see how it is to be applied and reported
n Maintain a focus on intersectionality. See Chapter 4 - Intersectionality
What is the purpose of the data?
n Be specific about the objective of collecting the data
n Is this for internal or external purposes and fair, transparent and beneficial to key stakeholders such as employees,
regulators, investors, and customers?
n Do the data and metrics exist to meet the organisation’s commitment to employees across the employment life cycle
and any selected charter?
n Be clear about how the firm will collate, store and process the data
Identify and challenge any issues: e.g. are people from different ethnicity groups applying, being successful in joining the
business but then leaving very quickly
Refresh the data regularly to keep your data up to date. Employees may record their ethnicity when they join the business
and then the categories may change
What to do with the data
n How does the firm benchmark their EDI/race inclusion policy and with whom – by competitor, sector, location?
n Are third parties and head-hunters being measured and held to account?
n Are you seeing any red flags, any micro aggressions or behavioural issues within grievances and disciplinary procedures
n Be mindful that anything published can be used in litigation and so be clear about what falls under legal privilege.
Data – Amber
n Use data to educate your leadership team by reviewing people processes to understand to what extent recruitment,
performance, conduct and reward and recognition processes favour some groups more than others
n Seek buy-in from your Executive Committee to voluntarily publish the Ethnicity Pay Gap data even if less than 250
employees
n Start making statistical inferences, monitoring trends, and detecting bias through the data
n Identify the number of Board capable candidates being developed through mentoring and sponsorship
n Consider the number of grievances with a racial element and disciplinary cases reported to HR and action taken by ethnicity
Data – Blue
n Review third-party vendor agreements and set performance measures to improve equality. Request their metrics
against set targets / monitor suppliers ethnicity data
n Review the talent segmentation and intersectionality of ethnicity data
n Use data to develop targeted/focused/accelerated development programmes
n Test effectiveness of organizational ethnicity strategy e.g. did the business improve with a more diverse leadership
team?
n Review talent flow analysis within the employee applicant pool, who is applying for open roles and focus on any step
that requires more investigation.
n Explore whether employees from different ethnic groups are:
n passing or failing manager training and take steps to provide more support
n being offered promotions or new roles and declining them
n experiencing slower promotion rates
Ensure effective remedial strategies such as coaching, mentoring or secondments are in place
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Policies and Procedures
Policies & Procedures - Red
n Ensure that the firm has an Equality, Diversity and Inclusion Policy that offers equal opportunity across every facet of
the employee life cycle including progression which has top down support to build an inclusive culture. Monitor how
EDI is incorporated in all policies and procedures not just on recruitment, reward, performance, succession and progress
but also flexible working
n Establish support structures such as Employee Resource Groups/Networking Groups – or signpost external groups if
the firm is too small
n Create a psychologically safe environment where individuals can speak up about discrimination or report instances
where individual behaviours or organizational policies are falling short
Policies & Procedures – Amber
n Introduce diverse shortlists to the recruitment process
n Review recruitment and training Preferred Supplier Lists (PSLs) to ensure that these are both diverse themselves and
reaching a diverse audience
n Determine an ethics policy before the data is requested, collated and be clear about the appropriate metrics to be
used.
Policies & Procedures – Blue
n Structure performance-related pay based on EDI initiatives and building an inclusive culture
Staff Networks/Employee Resource Groups
Networks/Employee Resource Groups (ERG) - Red
n ERGs provide a safe space for employees with shared identities to connect with each other. Select the Group’s Chair
based on leadership potential, passion for service and drive to build engagement and a sense of community. Ensure
that individuals are helped to develop skills and collectively address challenges.
Networks/ERG - Amber
n Create a Race Advisory Panel made up of Black and Minority Ethnic colleagues to advise and steer the Network
n Run focus groups with Black and Minority Ethnic colleagues to listen to their lived experience and utilise the output in
developing future policies and programmes
n Think about the training and education that can be implemented – Language, Micro-aggressions, Allies, Privilege,
Psychological Safety etc.
Networks/ERG – Blue
n Carry out qualitative research on real or perceived glass ceilings and the risk of any “under promotions”
n Conduct an ethnicity deep dive survey to fully understand organisation culture and the barriers to success and
understanding of issues and revisit this regularly through employee surveys
Events
Events – Red
n Use a range of events to celebrate cultural difference such as Black History Month.
n If the budget allows, engage external speakers to bring outside perspective, experience and knowledge in order to
inspire and educate colleagues

*This measurement framework has been developed by the EDI Taskforce on Race Equality to assist firms in the UK develop their own
metrics and systems. It does not constitute legal or professional advice and firms should consult their own advisors in this regard.

Inspiring Journeys to Race Equality has been developed by the EDI Taskforce at the City HR Association Limited. It is intended to provide inspiration to
organisations starting their journey and to be a signpost to great sources for those already on the road to race equality. This publication does not constitute
legal or professional advice and firms should therefore seek their own professional guidance from their appointed advisors when taking action on anything
related to this booklet. Finally, the EDI Taskforce has acted in good faith in providing insights, case studies and referencing resources available from external
sources to City HR, but the views expressed by contributors may differ from those of their firm.
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