
 CULTURE AUDIT 
 

The audit will cover all groups of employees and as many HR processes of the organization as 

possible, since diversity impacts all people and business related elements. Organizations that 

realize the positive and negative impact of diversity will put in significant effort to diversify their 

workforce and also ensure that a regular tracking mechanism is in place to measure their 

success, in a tangible and intangible manner. Investments in diversity interventions will need to 

be justified since it is often difficult to link the financial results that diversity can have. Hence, 

an audit or survey, is not only introspective but also a critical buy-in tool to have the top 

management aligned to the thought process. Diversity interventions and approaches require 

the support of leadership, (which will typically come when they see the business connect.) This 

is what the audit provides in a succinct yet pertinent manner.  

STEPS: 

1.) Define the Purpose of the Audit 

2.) Identifying the Team 

3.) Developing the Questionnaire 

4.) Crafting the Communication Plan 

5.) Administering the Survey 

6.) Compiling Results 

PURPOSE – Establishing a clear purpose for the audit will drive the direction of the remaining 

steps.  In order to promote trust and openness among staff, leadership must be fully prepared 

to present a concise message on why the audit is being done and how the information will be 

used.  It is recommended that a repeat audit take place a minimum of 6 months and a 

maximum of 1 year post initial survey. 

THE TEAM – The consultant will work with the team or workgroup to analyze data received and 

develop proposals for action items. The consultant will require that there is representation 

from all levels of the organization. Intentional inclusion of demographic and locational 

variances is the aim.  It is advantageous for the team members to make a minimum one year 

commitment to the audit process.  The consultant will work directly with leadership to 

determine what feasible time commitment will look like on a monthly basis. 



QUESTIONNAIRE - The content of the questionnaire is of the utmost importance.  The design 

will determine the quality of responses that the team will receive from the audit. A preliminary 

questionnaire will be provided for the team’s review.  The Team will work with the consultant 

to ensure viability. 

The questions will focus on: 

 Alignment of manager behavior to organization’s diversity goals 

 Benefits and Workplace flexibility ( e.g. leave, flexi-timings etc) 

 Infrastructure ( e.g. for new mothers, differently abled employees etc) 

 Employer Brand and Website 

 Employee feedback on people processes that foster inclusion 

 Employee feedback on diversity policy’s application and changes needed 

 Coverage of diversity elements across HR processes (e.g. recruitment, retention, training, performance 

management) to indicate a strong strategy. 

 Feedback on the grievance redressal procedure in the event of harassment on diversity grounds. 

COMMUNICATION PLAN – The communication plan before, during and after the audit is crucial 

to driving the audit results. Emphasizing open and frank participation prior to the survey launch 

is essential. It is also critical to let the employees know that their responses will remain 

confidential. The focus will be on ensuring that there is an element of trust about the fact that 

this information will be assessed in seriousness and action steps taken accordingly. 

SURVEY ADMINISTRATION – The process in which the questionnaire will be dispersed will be 

determined in collaboration with the Team and consultant to ensure accessibility to all 

stakeholders. 

RESULT COMPILATION & REPORTING – A full report of findings will be provided by the 

consultant to the Team and Leadership.  It will be the organization’s responsibility to disperse 

findings to employees in conjunction with the Communication Plan. 

 

NOTICE: It is strongly recommended that the Team continue working with the consultant to develop action steps for 

addressing any concerning themes identified by the audit.  The action steps are then submitted to Leadership for 

policy and practice adjustment. Once a timeline is determined, the consultant will return upon request to re-

administer the survey and compile a comparative report.  

 

 


