Step 1: Build your Diversity, Equity, and Inclusion
(DEI) Committee
Six Key Elements of an Effective DEI Committee

1. Diverse Members
Make sure that the DEI committee is made up of a team of individuals with different roles, levels, skills,
and expertise. The more diverse the committee is, the larger the variety of perspectives.

2. Inclusive Members
Make sure the committee also includes people from marginalized groups and minorities. We also suggest
having women make up at least 30% of the committee.

3. Decision-Making Power
For the committee to be able to implement changes in the organization, at least one of its members needs
to be a key decision-maker in the organization, and one that can provide the necessary support.

4. Knowledgeable
The committee needs to be educated on the topic of diversity and inclusion, its benefits, and the various
areas it entails. Consider having committee members attend online trainings, workshops, and seminars on
DEI in preparation for their new role.

5. Committed
Make sure that committee members are clear on their roles and responsibilities, so they can set time aside
in their agendas for regular meetings and work plans.

6. Strategic Thinking and Creativity
Committee members are responsible for tracking DEI initiatives implemented by others in the same sector.
Members need to explore how their organization's approach to DEI compares to others and continuously
look for creative initiatives to incorporate.
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GENERAL DISCLAIMER: The Policy Templates and materials related to the SAWI Project are intended to assist
employers, HR managers, and other decision-makers as they strive to improve workplace policies and practices
related to more inclusive recruitment, retention, and promotion (RRP) within their organization. While we have made
every attempt to provide templates relating to HR policies that are accurate and draw from a broad range of regional
and international standards, it is not possible to include the technical detailing nor the discussion of everything
necessary to ensure a gender-inclusive RRP working environment in a presentation of this nature. Thus, the
information provided by the SAWI Project, its staff, and partners must be understood as a tool for addressing
workplace policies, rather than an exhaustive statement of an employer’s legal obligations, which are defined by
statute, regulations, and standards of their local industry standards, and national legislative landscape. Likewise, to
the extent that this information references practices or procedures that may enhance inclusive RRP, but which are
not required by a statute, regulation, or standard, it cannot, and does not, create additional legal obligations. Finally,
over time, regulators may modify rules and interpretations in light of new technology, information, or circumstances;
to keep apprised of such developments, or to review information on a wide range of inclusive HR topics. All
information, toolkits, templates, and other related material under the SAWI project is provided therefore as a free of
charge guide, and is, therefore "as is" without warranty of any kind of risk.”

