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INTRODUCTION

In Europe, an ambitious and challenging agenda has been implemented for the decade 2021-
2030 for sustainable development. The 2030 Agenda, approved by the United Nations in
September 2015, represents a global commitment to achieving 17 sustainable development goals.
These goals aim to end poverty, combat inequality, address climate change, and uphold human
rights.

It represents the unequivocal commitment of all United Nations member states to eradicate
poverty in all its forms, end discrimination and exclusion, and reduce inequalities and
vulnerabilities that leave people behind and undermine the potential of individuals and humanity
as a whole.
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"The AI for Diversity and Inclusion: raising awareness in the workplace” (AI4DI) project targets
companies, specifically managers and human resources. The overall goal of the project is to train
and educate these professional roles that lead a group so that they can import and implement
D&I culture within their organizations, thereby having a cascading effect of empowerment for all
employees. All of this will be achieved using a digital tool that harnesses Al features to gain a
deeper understanding of D&.

This "Compass for Diversity and Inclusion" guide will provide executives, coordinators, and HR
offices with a comprehensive tool to understand and manage diversity and inclusion in their
organizations. Through this guide, we will provide the tools to convert raw results collected
through the app, understand them, and implement the necessary changes to make the company
healthier, more inclusive, and develop a focus on diversity issues.
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There are several definitions of inclusion: being welcomed, belonging to a group of people,
enjoying all the rights of a group and all the opportunities can mean being included. Inclusion
can be viewed from different perspectives and in reference to various issues: from disability to
gender, to migrants, to youth, etc.

For the construction of the project, the following definition from the UN Global Compact of 2021
was chosen: “Social inclusion is the possibility of perceiving oneself as solidly part of a
group-environment by sharing activities, spaces, and experiences and being able to
express one’s individuality/diversity while feeling welcomed and valued.”
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EUROPEAN AND INTERNATIONAL REGULATIONS

1.1 Overview of the Regulations

European and international regulations regarding diversity and inclusion reflect the broad scope
and complexity of these topics, encompassing a wide range of areas from gender equality to
disability, from youth integration to social inclusion. This extensive and varied body of regulations
underscores the fundamental importance of diversity and inclusion issues in contemporary society.
From international treaties to European directives, laws and regulations on the subject cover a
wide spectrum, outlining the obligations and responsibilities of organizations and member states
in promoting and protecting the rights of people of all ages, origins, and conditions. In this
context, the development of such diverse and detailed regulations demonstrates a global
commitment to ensuring a more equitable, inclusive, and respectful world for human diversity.

The list of norms and laws provided below cannot be considered exhaustive; the selection was
made based on the context, the definition of social inclusion provided by the UN Global Compact,
and John O'Brien's five-dimension model (presented later).

European Laws and Directives

An analysis of the European laws and directives that regulate diversity and inclusion in the
workplace.

-Council Directive 2000/43/EC of 29 June 2000 implementing the principle of equal
treatment between persons irrespective of racial or ethnic origin. This directive prohibits
discrimination based on race or ethnic origin in employment, access to employment, vocational
training, promotion, and remuneration.

-Council Directive 2000/78/EC of 27 November 2000 establishing a general framework
for equal treatment in employment and occupation. This directive prohibits discrimination based
on religion or belief, disability, age, or sexual orientation in employment and working conditions.

-Council Directive 2004/113/EC of 13 December 2004 implementing the principle of equal
treatment between men and women in the access to and supply of goods and services. This
directive prohibits discrimination based on sex in access to and the supply of goods and services,
including insurance and banking services.

-Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006
on the implementation of the principle of equal opportunities and equal treatment of men and
women in matters of employment and occupation. This directive prohibits discrimination based
on sex in access to employment, vocational training, promotion, and remuneration.
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International Conventions
An overview of international conventions that influence diversity and inclusion in the workplace.

United Nations Convention on the Rights of Persons with Disabilities (CRPD): This convention
promotes, protects, and ensures the full and equal enjoyment of all human rights and
fundamental freedoms by persons with disabilities and promotes respect for their inherent dignity.

International Convention on the Elimination of All Forms of Racial Discrimination (ICERD): This
convention commits states to eliminate racial discrimination in all its forms and to promote racial

equality.

International Covenant on Civil and Political Rights (ICCPR): This covenant affirms the right of all
people to equal treatment before the law and protection from discrimination.

International Covenant on Economic, Social and Cultural Rights (ICESCR): This covenant
recognizes the right of everyone to equal opportunities in access to work and social protection.

ILO Convention No. 190 (2019) on Violence and Harassment: This convention addresses gender-
based violence and sexual harassment in the workplace, noting that people with disabilities are
particularly vulnerable and therefore entitled to special protection and attention.

1.2 Gender Equality Certification

Gender equality remains an ongoing challenge both in Italy and across Europe, with significant
disparities persisting between men and women in various areas of society. In Italy, despite
progress in recent years, the gender gap remains evident in sectors such as employment, pay,
and political representation. According to the latest World Economic Forum report, Italy ranks
63rd out of 153 countries in terms of gender equality, with a notable wage gap and low female
participation in the labor market.

At the European level, the situation varies significantly from country to country. For instance, in
Germany, women earn on average 20% less than men, and only 29% of board positions in major
companies are held by women. However, countries like Sweden and Finland are notable for their
advanced gender equality policies, with high levels of female participation in both the workforce
and political institutions.

To address these inequalities, Italy has introduced various policies in recent years aimed at
promoting gender equality. The UNI/PdR 125:2022 is a reference practice developed by the Italian
National Standards Body (UNI) to provide guidelines and operational criteria for implementing a
gender equality management system within organizations. Published in March 2022, this practice
aligns with national and international policies aimed at fostering gender equality.

The UNI/PdR 125:2022 provides a framework that companies can voluntarily adopt to ensure
equal working conditions, promoting inclusion and valuing gender diversity. This practice is
based on six fundamental areas of intervention:
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-Corporate Culture and Strategy: Promote an inclusive organizational culture oriented
towards gender equality through corporate policies and practices.

-Governance and Leadership: Ensure gender balance in decision-making roles and leadership
positions.

-Human Resources Management Processes: Ensure fairness in the processes of selection,
hiring, career development, and remuneration.

-Work-Life Balance: Implement measures that facilitate the balance between work and -family
responsibilities, such as flexible hours and remote working.

-Workplace Safety and Well-Being: Promote a safe and respectful work environment,
preventing harassment and discrimination.

-Monitoring and Communication: Establish monitoring systems to evaluate the effectiveness
of gender equality policies and communicate the progress made.

Organizations that implement the UNI/PdR 125:2022 can obtain a certification that attests to
their commitment and good practices regarding gender equality. This certification can provide a
competitive advantage by improving corporate reputation and attractiveness to talent.
Additionally, in Italy, certified companies can benefit from incentives and tax breaks as provided
by recent regulations supporting gender equality.

Adopting this practice not only helps organizations comply with current regulations but also
creates a fairer and more inclusive work environment, contributing to reducing the gender gap
and promoting a culture of respect and appreciation for diversity.

To further improve the situation, it is crucial to continue along this path by strengthening policies
that support work-life balance, promoting the education and training of women in STEM (Science,
Technology, Engineering, and Mathematics) fields, and implementing stricter measures against
gender discrimination. Moreover, it is essential to raise societal awareness about the importance
of gender equality, not only as a matter of social justice but also as a key element for sustainable
and inclusive economic development.

1.3 Updates and Trends

Digital Transformation: Impact on Diversity and Inclusion in the Workplace

Digital transformation is significantly impacting diversity and inclusion in the workplace in several
ways:

-Access and Flexibility: Digital technologies are making job opportunities more accessible for
traditionally underrepresented groups, such as people with disabilities or parents needing flexible
work arrangements to care for children. The ability to work remotely or in flexible modes enabled
by digital technologies is reducing barriers to entry into the labor market.

-Collaboration and Communication: Digital platforms for collaboration and communication are
facilitating connections and interactions among people from diverse geographical areas and with
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different perspectives. This fosters a more inclusive work environment where the ideas and
opinions of all team members are heard and valued.

-Recognition of Skills: Digital technologies, such as algorithm-based human resource
management systems, can help recognize and value employees' skills in a more objective and
transparent manner, thereby reducing the risk of discrimination based on personal biases.

-Training and Development: Digital platforms and tools for professional training and development
are enabling employees to access personalized learning courses and resources tailored to their
needs and learning paces. This can promote the inclusion of individuals with diverse abilities and
backgrounds.

-Monitoring and Data Analysis: The use of digital technologies to monitor and analyze data related
to diversity and inclusion in the workplace can help organizations identify and address any
disparities and make evidence-based decisions to improve diversity and inclusion.

Theoretical Competencies: The theoretical competencies required to understand and
manage diversity and inclusion.

When discussing the theoretical competencies necessary to understand and manage diversity and
inclusion, we refer to a set of knowledge and skills crucial for effectively addressing challenges
and maximizing the benefits associated with promoting diversity and implementing inclusive
policies in the workplace. These competencies may include:

1-Knowledge of regulations: Understanding national, European, and international laws
governing diversity and inclusion in the workplace is essential to ensure respect for employees'
rights and prevent discrimination.

2-Awareness of differences: Having a deep understanding of employees' diverse identities,
cultures, backgrounds, and experiences can help promote an inclusive and respectful work
environment.

3-Communication skills: Being able to communicate effectively and respectfully with people
from diverse backgrounds and perspectives is essential for fostering open and inclusive
communication in the workplace.

4-Conflict management ability: Being able to constructively manage conflicts and tensions
that may arise in a diverse workplace is important for maintaining a positive and productive work
climate.

5-Inclusive leadership skills: Leaders need to be able to guide and inspire employees from
diverse backgrounds, creating an environment where everyone feels valued and included.

6-Awareness and training skills: Being able to design and conduct awareness and training
programs on diversity and inclusion can contribute to promoting a corporate culture that values
diversity and combats discrimination.
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In summary, the theoretical competencies needed to understand and manage diversity and
inclusion encompass a combination of regulatory knowledge, awareness of differences,
communication and management skills, inclusive leadership, and awareness and training abilities.

However, it's important to note that digital transformation can also pose challenges for diversity
and inclusion, such as the risk of excluding people who lack access or digital skills, or the risk of
perpetuating biases through improperly calibrated algorithms. Therefore, it's crucial for
organizations to adopt a balanced strategy that takes these aspects into account and works to
mitigate risks and maximize the benefits of digital transformation in terms of diversity and
inclusion.
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THE QUESTIONNAIRE
2.1 Theoretical Construct

In the context of research on workplace diversity and inclusion, it is essential to have a solid
theoretical framework to effectively understand and assess group dynamics and individual
experiences. In our study, we adopted John O'Brien's 5 Dimensions Model as the basis for
constructing the questionnaire, as it provides a comprehensive view of social inclusion and its key
components. This construct serves as a conceptual framework used to understand and evaluate
social inclusion in group and community settings. The model focuses on five dimensions that
contribute to individuals' perception of inclusion.

John O'Brien is a well-known expert in the field of supporting individuals with intellectual and
developmental disabilities. He has dedicated his career to developing innovative approaches to
promote social inclusion and full participation of people with disabilities in society.

O'Brien is particularly recognized for his work in the social inclusion and community life of people
with disabilities. He has been a pioneer in promoting principles of self-determination and
integration for individuals with intellectual and developmental disabilities.

In addition to his academic and research work, John O'Brien has played a significant role in
promoting inclusive policies and practices nationally and internationally. His influence in the field
of social inclusion has had a significant impact on public policies and caregiving practices for
people with disabilities worldwide.

The questionnaire was constructed using John O'Brien's 5 Dimensions Model as the foundational
framework, which defines social inclusion as the result of interconnected components. These
dimensions include:

1- Contribution: This dimension refers to the ability to make a meaningful contribution to the
group. Recognizing and valuing each individual's abilities and skills can promote a sense of
belonging and self-actualization.

2- Being Somebody: It involves feeling recognized and respected as unique individuals within
the group. Being able to express one's individuality and being accepted for who they are
contributes to an inclusive culture that respects differences.

3- Belonging: This dimension concerns feeling an integral part of the group and community. A
sense of belonging is crucial for building strong and constructive bonds among team members.

4- Sharing Common Spaces: Sharing common spaces implies the opportunity to actively
participate in group life and share daily experiences in a welcoming and inclusive environment.

5- Choice and Control: Having the opportunity to make choices and exercise a certain degree
of control over the surrounding environment is crucial for fostering a sense of autonomy and
empowerment among group members.
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In conclusion, John O'Brien's 5 Dimensions Model provides a useful framework for exploring and
understanding social inclusion dynamics in the workplace. By integrating these dimensions into
our questionnaire, we aim to comprehensively and accurately capture employees' experiences
and perspectives regarding diversity and inclusion.

2.2 Questionnaire Construction

Within the AI4DI project aimed at supporting the digitalization of companies and promoting an
inclusive work environment, we focused on constructing a questionnaire. The main objective was
to measure employee sentiment regarding diversity and inclusion topics. This tool was developed
through the formulation of open-ended questions that explore the five dimensions of O'Brien's
model. The collected data will be used to provide valuable insights to managers, executives, and
other stakeholders in identifying necessary areas of intervention to make the workplace more
inclusive and respectful of diversity.

The questionnaire is completed anonymously to ensure maximum confidentiality and to
encourage honest responses from survey participants.

The questions comprising the questionnaire are as follows:
1) What do your colleagues and superiors do when you express your opinion?

2) What differences do you notice in the reactions of colleagues and superiors to ideas
expressed by men, women, or non-binary individuals?

3) In what instances are you asked for help?
4) What do your colleagues and superiors do when you ask them to change their behavior?
5) How do colleagues and superiors react when you offer them your help?

6) How do colleagues and superiors react when someone expresses tastes, ideas, or ways
of doing things different from those commonly expressed in the company?

7) How is your experience utilized and valued?

8) What do your colleagues and superiors do if someone (you) need(s) help?

9) When you make a request, how willing and how do people respond to accommodate it?
10) On what occasions is your opinion or viewpoint sought?

11) How are people of different ethnicities and religions welcomed in your work environment?

12) If you encounter difficulties with procedures or tasks at work, how can you get
assistance?

13) What do you have in common with your colleagues and superiors?

14) What happens when someone at work makes a mistake?
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15)How would you like the procedure for speaking with supervisors and colleagues to be?

16)What opportunities do you have to communicate with supervisors and colleagues when
needed?

17) What opportunities do you have for confidentiality and privacy when needed?

18) How does the company facilitate work-life balance, especially for employees who have
family members to care for?

19) How does the company communicate decisions made by employees?

20) What type of decisions would you like to make in your work environment?

2.3 Final Repor

After anonymously administering the questionnaires to its employees, the company will have the
opportunity to access a detailed report that provides a comprehensive overview of the
organizational sentiment regarding diversity and inclusion. This report will be structured to offer
a clear view of strengths and areas for improvement within the organization. Key elements
addressed in the final report will include:

e The final score, representing an overall indicator of the level of corporate inclusion.
e Suggestions and strategies on how to raise scores and improve performance.

e A training proposal aimed at supporting the development of skills necessary to promote
inclusion.

» Details on the questions included in the questionnaire and their average value.

e The average score for each dimension of the inclusion construct (contribute, be somebody,
belong, share common spaces, choice and control).

e The distribution of scores for each individual question.
e The average score for each test, providing an overview of corporate performance.

e The average score for each question associated with each specific dimension, such as
contribute, be somebody, belong, share common spaces, choice and control.

The report will be a valuable tool for the company, enabling it to accurately assess its current
level of inclusion and identify the most effective strategies to improve the work environment and
promote a more inclusive and respectful workplace culture.

After administering the questionnaires, companies will be able to download the report in PDF
format. Below, we examine a report obtained during the testing phase in a small to medium-sized
enterprise (SME).
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2.4 Management of low scores in each dimension

-Contributing

Area for Improvement:

A low score in this dimension may indicate that employees perceive the company as investing
little in them and being uninterested in the skills they possess beyond those required for their
roles, as well as the support they could offer on a relational level.

How to Increase the Score:

Increase employee engagement in company objectives; provide opportunities for them to identify
additional skills and make them available to others; support the workgroup in welcoming
colleagues' proposals.

Training Proposal:

Skills assessment programs for employees; training for managers on how to manage subjectivity
and foster exchange among colleagues.

Topics: Skills, offering help, making proposals.

- Being Somebody

Area for Improvement:

A low score in this area may indicate a need for greater flexibility in the work environment, such
as in dress code, working hours, or in the opinions that are typically expressed aloud and
tolerated. Additionally, those who rate this dimension low may feel undervalued by the company
and that their presence or absence is not perceived.

How to Increase the Score:

Provide opportunities for employees to express their opinions respectfully; acknowledge and,
when necessary, make requests to colleagues constructively; assign clear and personalized tasks
and objectives to each employee.

Training Proposal:

Training for managers on how to give praise, criticism, and requests in a way that enhances
collaboration and strengthens relationships; training on goal setting.

Topics: Freedom of expression, presence/absence
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-Belonging

Area for Improvement:

A low score in this area may indicate that the individual feels they have little in common with
colleagues and supervisors, or perceives limited opportunities to get to know them better and
participate in group activities. They may feel like an outsider within the workgroup.

How to Increase the Score:

Increase the sense of belonging by offering opportunities for both professional and personal
exchange and sharing. Give employees the chance to offer help to colleagues when needed,
within their capabilities.

Training Proposal:

Team-building activities involving managers as needed. Group sharing workshops.

Topics: Belonging, sharing, receiving help.

-Sharing Common Spaces

Area for Improvement:

A low score in this area may indicate difficulties in communication among colleagues, with
supervisors, or between departments. Additionally, the individual may perceive limited
opportunities for confidential communication or, conversely, feel isolated in their environment or
excluded, believing there is no place for them.

How to Increase the Score:

Improve communication skills by adopting a clear, direct, and respectful manner of expressing
ideas. Provide both reserved and shared workspace options, ensuring that even in shared spaces,
employees have the opportunity to concentrate. Ensure that every employee always has
guaranteed workspace, even in open spaces and during smartworking.

Training Proposal:

Training in assertive communication; time management training; smartworking management
training.

Topics: Accessibility, time, privacy, space.
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Choice and Control

Area of Improvement:

A low score in this dimension might indicate that the employee perceives a lack of autonomy and
decision-making margin. It may also suggest that the person is struggling to balance family and
work. The person might not know whom to turn to in case of difficulties.

How to Raise the Score:

Assign meaningful tasks to employees, for which they can have a certain degree of decision-
making autonomy within a defined framework of responsibility. Clearly indicate how to obtain
help.

Training Proposal:

Training in directional delegation; training in the management of smart working and work-life
balance policies.

Topics: Autonomy, delegation, work-life balance, obtaining help
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SPEAK WITH US

If you want to learn more, visit www.ai4di.com

write to project@aiddi.com

visit our social media pages

DOWNLOAD THE APP and start changing your work environment with AI4DI.
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