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About this Digest:

The Inclusive Economy Metric Digests were created to help your company create an 
improvement plan for metrics within the B Impact Assessment that B Lab has identified 
as being instrumental in moving us towards an inclusive economy. 
These one-page digests are part of a series of resources to aid companies’ success in the 
B Corp Inclusion Challenge. 

The B Corp Inclusion Challenge is a call to action to every B Corp to set goals and 
improve on 3 or more inclusive economy metrics in the B Impact Assessment by 
September 2017. 

Join the Inclusion Challenge at bcorporation.net/inclusion

The digests were created with the intent to give all companies taking the Inclusion 
Challenge helpful resources to start 2017, eventually to be supplemented by long-form 
best practice guides. The digests are inherently non-comprehensive—they are meant as 
a starting point.

How to use this Digest:

1. Review this packet of all 25 digests in full or download individual digests at 
bcorporation.net/inclusion. 

2. Gather the stakeholders who will be working to improve your company’s 
performance on Inclusive Economy Metrics to review digests together and chart a 
course forward.

3. Join Inclusion Challenge groups in the B Hive to engage with fellow B Corps who 
are leaders in these areas or who are working to improve upon these metrics.

4. Check bcorporation.net/inclusion for a monthly release of more comprehensive 
Best Practice Guides to aid in your progress.

A note about process:

This is version 1.0 of the Inclusive Economy Metric Digests. We welcome your 
contributions and feedback. Email us at inclusion@bcorporation.net to add to these 
resources.

The Inclusive Economy Digest

http://bcorporation.net/inclusion
https://bcorporation.force.com/bhive/bhivelogin
mailto:inclusion@bcorporation.net
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What % above living wage did your lowest-paid worker 
(excluding interns) receive during the last fiscal year?

Steps to Improve
1. Identify the employees at your company who are making 

less than a living wage by comparing your lowest wages to 
the current living wage in your area.  If no living wage 
resource or calculation is available for your location, 
consider partnering with other businesses or organizations 
in your area to help have one calculated. 

2. Calculate what it will cost to raise those employees to a 
living wage. Remember to factor in potential savings from 
decreasing attrition and turnover. If there are major 
financial implications for your business, you may need to 
phase in your wage adjustments and/or determine other 
funding sources to offset costs.  

3. Bring all current employees up to a living wage. To ensure 
fairness, additional adjustments might be considered for 
employees that were already making more than a living 
wage.

4. Establish a system to ensure that this practice applies to 
new hires. The living wage changes from year to year based 
on changes to the cost of living in your area, so best practice 
is to revisit calculations each year.

5. Share with your staff: communicate the results of the effort 
and the expected timeline for adjustments across the 
company.

● US: MIT Living Wage Calculator 
● CAN: Living Wage for Families 

Campaign 
● UK: Living Wage Foundation 
● The Global Living Wage 

Coalition 
● The High Public Cost of Low 

Wages, UC Berkeley Labor 
Center, 2015.

● Why Paying a Living Wage Is 
Smart Business, Entrepreneur, 
2015.

Prepared in partnership with Change Catalyst

This metric goes well with: 
Wage Equity Multiple

Living Wage

Why select this metric for improvement?
Workers who are paid above a living wage can begin to afford 
safe and adequate housing, food, transportation, medical 
expenses and basic comforts in the area where they work. By 
implementing a living wage policy, businesses can reduce staff 
turnover, reduce absenteeism, increase productivity, and 
strengthen recruitment.

Metric Guidance: The living wage is defined as the wage a full-time worker would need to earn to keep themselves 
above the federal poverty line in a given locality. For many countries a living wage that meets equivalent 
standards as the ones highlighted below have not been developed. In those cases, select N/A.

0% or below

1-14%

15-24%

25%+

N/A - No living wage data available for country of operations

Inclusive Economy Metric Digest  v 1.0
Category: Workplace
All metric questions are from the B Impact Assessment

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

B Corp Feature: Enviro-Stewards

By paying all of their employees (including interns) 
more than a living wage, Enviro-Stewards removed 
an employement barrier for candidates who could 
not afford to accept unpaid internship positions. 
Instead of working multiple jobs to make ends 
meet, full-time staff were able to focus on their 
work at Enviro-Stewards, which drastically reduced 
turnover. Enviro-Stewards also increased their 
impact by ensuring that their subcontract 
agreements were structured so that their 
significant suppliers would pay a living wage to 
their staff. 
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http://laborcenter.berkeley.edu/the-high-public-cost-of-low-wages/
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http://laborcenter.berkeley.edu/the-high-public-cost-of-low-wages/
https://www.entrepreneur.com/article/246112
https://www.entrepreneur.com/article/246112
https://www.entrepreneur.com/article/246112


What is the multiple of your company’s highest compensated individual 
(including bonus) compared to the lowest paid full-time worker?

Steps to Improve
1. Engage relevant decision-makers throughout the process 

(including Human Resources, Board Members who oversee 
executive compensation, VPs and Directors). Also consider 
creating an evaluation committee that is representative of 
your company across gender, race/ethnicity, disability, 
sexual orientation, etc. to guide the process. Begin by 
discussing how you’ll be changing pay ratios and why it’s 
important.

2. Identify the highest- and lowest-paid full-time employees 
and calculate the multiple using both wages and bonuses. 
Exclude the monetary value of company ownership in your 
calculations.

3. Discuss a target multiple and develop a plan and timeline 
for decreasing the wage gap. This may include increasing 
pay rates for lowest-paid employees.

4. Consider creating policies that link pay increases or bonus 
structures for executives with pay increases with for their 
staff.

5. Tell the story: communicate the results of the effort and the 
expected timeline for adjustments across the company.

B Corp Feature: Namaste Solar

Namaste Solar, an employee-owned 
cooperative based out of Colorado, 
maintains a 6-to-1 ratio for highest to 
lowest total pay per employee, including 
executives. Learn more about why they 
think this is important.

● An Economy for the 1%, 
Oxfam International. 

● CEO Pay Continues to Rise as 
Typical Workers are Paid 
Less, Economic Policy 
Institute, 2014.

This metric goes well with: 
Gender Pay Equity

Wage Equity Multiple

Why select this metric for improvement?
Increasing wage equity is a form of reinvestment in the full array 
of people contributing to a business’s success which can lead to 
increased employee satisfaction, decreased turnover and greater 
shared engagement across the company. Improved wage equity 
can help to reduce the effect of gender, racial and other biases 
associated with a perceived value of work across the company. It 
may also help facilitate upward mobility for historically 
marginalized groups. 

Metric Guidance: Full-time paid employees work year round and typically work 35-50 hours per week. If local 
definitions of full-time equivalency differ, use appropriate standard. If the company has employees in both 
emerging and developed markets, calculate a compensation ratio for workers in each of those markets separately 
and choose the highest multiple between the two calculations.

Additional Resources:

1-5x

6-10x

11-15x

16-20x

>20x

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Inclusive Economy Metric Digest  v 1.0
Category: Workplace
All metric questions are from the B Impact Assessment

http://www.namastesolar.com/about-us/why-namaste-solar/employee-ownership/
http://www.namastesolar.com/about-us/why-namaste-solar/employee-ownership/
http://www.namastesolar.com/about-us/why-namaste-solar/employee-ownership/
https://www.oxfam.org/en/research/economy-1
http://www.epi.org/publication/ceo-pay-continues-to-rise/
http://www.epi.org/publication/ceo-pay-continues-to-rise/
http://www.epi.org/publication/ceo-pay-continues-to-rise/
http://www.epi.org/publication/ceo-pay-continues-to-rise/
http://www.epi.org/publication/ceo-pay-continues-to-rise/


Is average compensation for men and women equal in comparable 
non-managerial and managerial roles?

Steps to Improve
1. Develop a compensation philosophy to determine what you 

want to reward at your company (e.g., tenure, responsibility, 
performance).

2. Create a job matrix to compare wages, bonuses and other 
benefits across positions and determine pay rates for each 
grade. If you haven’t already done so, you may need to first 
conduct a job evaluation to set a baseline job description 
and pay grade for all jobs at your company. Set specific pay 
targets to ensure you’re evaluating the job, not just the 
person filling the job.  

3. Determine where pay inequities currently exist at your 
company and set targets and timelines to correct them. 
Where possible, consider raising wages and/or reducing 
future wage increases to create equity rather than reducing 
current salaries.    

4. Communicate the results of the effort and the timeline for 
adjustments.

5. Maintain pay equity moving forward by regularly reviewing 
wages, bonuses and other benefits to maintain 
compensation equity.

Feature: Equal Pay Pledge

Care.com signed the “Equal Pay Pledge” in June 
2016.  To achieve equal pay, they commit to: 

● Carry out job evaluations and regular 
equal pay audits 

● Provide training and coaching for 
managers involved in determining pay;

● Inform team members as to how these 
processes and practices work and how 
their own pay is determined;

● Respond decisively to grievances on 
equal pay matters;

● Monitor pay/bonus statistics regularly

This metric goes well with: 
Wage Equity Multiple

Gender Pay Equity

Why select this metric for improvement?
Employers have a responsibility to pay equally across gender. 
Ensuring equal pay for equal work ensures employees have the 
same recognition, rewards, and opportunities for financial 
well-being regardless of gender. Proactively managing pay 
equity across genders enables businesses to access a broader 
and more diverse pool of talent and perspectives, can improve 
overall employee engagement, and can reduce the risk of legal 
action.

Metric Guidance: Management includes employees who have responsibility for overseeing teams or projects. To 
account for margin of error, allow a 5% difference in your calculation to qualify as "equal."

Yes

No

Don’t Know

N/A-only one gender represented

● Performing Job Evaluations, Society for 
Human Resource Management.

● Guide: Structure and Check for Pay 
Equity, ReWork.

● What HR Can Do to Fix the Gender Pay 
Gap, Harvard Business Review, 2014.

● Guide to Gender Pay Equity: Practical 
steps to improve pay equity between 
women and men in your organisation, 
Workplace Gender Equality Agency, 
Australian Government.

● Review and certify gender equality at 
your business with EDGE Certification.

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Inclusive Economy Metric Digest  v 1.0
Category: Workplace
All metric questions are from the B Impact Assessment

http://www.payscale.com/compensation-today/2009/09/why-you-need-a-compensation-philosophy
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/performingjobevaluations.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/performingjobevaluations.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/performingjobevaluations.aspx
https://www.whitehouse.gov/blog/2016/06/14/businesses-taking-equal-pay-pledge
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/performingjobevaluations.aspx
https://rework.withgoogle.com/guides/pay-equity/steps/introduction/
https://rework.withgoogle.com/guides/pay-equity/steps/introduction/
https://rework.withgoogle.com/guides/pay-equity/steps/introduction/
https://rework.withgoogle.com/guides/pay-equity/steps/introduction/
https://hbr.org/2014/12/what-hr-can-do-to-fix-the-gender-pay-gap
https://hbr.org/2014/12/what-hr-can-do-to-fix-the-gender-pay-gap
https://hbr.org/2014/12/what-hr-can-do-to-fix-the-gender-pay-gap
https://hbr.org/2014/12/what-hr-can-do-to-fix-the-gender-pay-gap
https://www.wgea.gov.au/sites/default/files/Pay_Equity_Toolkit_Main.pdf
https://www.wgea.gov.au/sites/default/files/Pay_Equity_Toolkit_Main.pdf
https://www.wgea.gov.au/sites/default/files/Pay_Equity_Toolkit_Main.pdf
https://www.wgea.gov.au/sites/default/files/Pay_Equity_Toolkit_Main.pdf
https://www.wgea.gov.au/sites/default/files/Pay_Equity_Toolkit_Main.pdf
http://www.edge-cert.org/


B Corp Feature: 
Antica Erboristeria SPA

Over 20% of the employees of Italian haircare 
company Antica Erboristeria SPA are people with 
disabilities or from refugee populations. The 
company has created mentorship programs and 
encourages their team to obtain certifications for 
better employment opportunities in the future.

What % of non-managerial full-time workers are women or individuals 
from minority or underrepresented populations?

Steps to Improve
1. Start with affirming and articulating your key commitments 

to inclusion. An inclusive work culture will be necessary to 
create a work environment that supports, attracts and 
retains a more diverse workforce.  

2. Create a baseline by measuring diversity and inclusion in 
your company. You may do this by evaluating current 
diversity data, and/or conducting an Inclusion Survey. 

3. Set diversity goals. You may want to take into account the 
diversity of the overall local population which you can find 
via Census data or local population surveys. Consider tying 
specific diversity goals to each team, recruiter and hiring 
manager, then evaluate and reward success through annual 
performance evaluations.

4. Perform an inclusion audit of your current recruiting 
processes, website and job descriptions to determine where 
the process excludes or ignores underrepresented people.  
Create a plan to improve recruiting processes based on your 
findings, such as researching new sourcing opportunities 
for diverse candidates. Determine opportunities for 
improvement in retaining, promoting and engaging diverse 
staff as well.

5. Regularly survey your team to measure and track both your 
internal diversity and the inclusivity of your work 
environment. Continually update goals as relevant.

● Diversity Linked To Increased 
Sales Revenue And Profits, More 
Customers, American 
Sociological Assoc, 2009.

● REDF: resources for hiring 
individuals with barriers to 
employment.

● Building an Inclusive Diversity 
Culture, Journal of Business 
Ethics, 2004.

● “Diversity and Inclusion at the 
Workplace,” Indian Institute of 
Management, 2015.

● B Lab: Basics of Workplace 
Diversity and Inclusion 

● B Lab: Growing a Diverse 
Workforce (February)

● B Lab: Engaging and Retaining a 
Diverse Workforce (February)

This metric goes well with: 
Management Diversity

Workforce Diversity

Why select this metric for improvement?
Hiring processes can reflect hidden biases that should be 
corrected to avoid discrimination and develop an inclusive 
culture. Employing people from underrepresented populations 
helps to incorporate diverse perspectives into corporate decision 
making, which can improve profits, productivity, customer 
satisfaction, and community relationships.
.

Metric Guidance: Underrepresented populations refer to groups who have historically not had equal access to economic 
opportunities because of discrimination or other societal barriers. This may vary by context and by geography. Take into 
consideration gender, ethnicity, sexual orientation, disabilities, and/or low-income status. Non-managerial workers are 
employees at the company that do not have responsibility for teams or particular projects. 

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net
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https://www.sciencedaily.com/releases/2009/03/090331091252.htm
https://www.sciencedaily.com/releases/2009/03/090331091252.htm
https://www.sciencedaily.com/releases/2009/03/090331091252.htm
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https://www.sciencedaily.com/releases/2009/03/090331091252.htm
http://redf.org/
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http://diversity.cofc.edu/journal-articles/building-an-inclusive-diversity-culture
http://diversity.cofc.edu/journal-articles/building-an-inclusive-diversity-culture
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https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion
https://www.bcorporation.net/inclusion


What % of management are women or individuals from minority or 
underrepresented populations?

Steps to Improve
1. Create diversity targets for management, and set 

individual goals for hiring managers and recruiters.
2. The best way to have diverse managers is to hire 

diverse candidates and then promote from within. 
Ensure you have a clear criteria for promotion and 
regular, effective performance evaluations. See B 
Corp Inclusive Economy Metric Digest “Workforce 
Diversity” for first steps.

3. Provide leadership development opportunities for 
staff, including management and leadership 
coaching, mentorship programs, volunteer 
opportunities, etc.

4. When hiring managers externally, use thoughtful 
recruiting practices like ensuring language in job 
descriptions is inclusive or instituting the Rooney 
Rule. (See Best Practice Guide Engaging and 
Recruiting a Diverse Workforce for more info.) 

● Why diversity matters, 
McKinsey&Company, 2015.

● Only Skin Deep: Re-examining the 
business case for diversity, Deloitte, 
2011.

● Women at the Top of Corporations, 
Making it Happen, 
McKinsey&Company, 2010. 

● How Diversity Can Drive Innovation, 
Harvard Business Review, 2013.

● Global Diversity and Inclusion: 
Fostering Innovation Through a 
Diverse Workforce, Forbes, 2011.

Why select this metric for improvement?
Companies that prioritize diverse management often see 
higher levels of productivity, profitability and innovation, 
and have greater ease recruiting a diverse workforce and 
creating an inclusive culture. Prioritizing the hiring and 
development of a diverse management team also ensures 
that a company’s overall diversity is not undermined by a 
hierarchy that reflects historical inequalities.
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1-9%

10-24%

25-49%

50%+

Don’t know

Additional Resources:

Management Diversity

Metric Guidance: Underrepresented populations refer to groups who have traditionally not had equal access to 
economic opportunities because of discrimination or other societal barriers. This may vary by context and by 
geography. Take into consideration gender, ethnicity, sexual-orientation, disabilities, and/or low-income status. 
Management includes both executives and other employees that have responsibility for overseeing teams or projects.

This metric goes well with: 
Professional Development

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net
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B Corp Feature: Charter School 
Business Management (CSBM)

CSBM supports organizations that serve the most 
marginalized communities. With a focus on hiring 
for the best skillsets and experience to serve their 
clients, CSBM has created a diverse leadership 
team that is 70% women and 100% people of color 
and/or part of the LGBTQ community. CSBM’s 
clients recognize the diversity of their staff as a 
differentiator and benefit from being able to apply 
federal funding earmarked for services provided 
by minority- and women-owned businesses to 
their work with CSBM.

http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
https://www.ced.org/pdf/Deloitte_-_Only_Skin_Deep.pdf
https://www.ced.org/pdf/Deloitte_-_Only_Skin_Deep.pdf
https://www.ced.org/pdf/Deloitte_-_Only_Skin_Deep.pdf
http://www.mckinsey.com/business-functions/organization/our-insights/women-at-the-top-of-corporations-making-it-happen
http://www.mckinsey.com/business-functions/organization/our-insights/women-at-the-top-of-corporations-making-it-happen
http://www.mckinsey.com/business-functions/organization/our-insights/women-at-the-top-of-corporations-making-it-happen
https://hbr.org/2013/12/how-diversity-can-drive-innovation
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf
http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf


What is the minimum number of weeks salaried workers receive for paid 
primary caregiver leave, either through the company or the government?

Steps to Improve
1. Calculate the potential cost of paid parental leave, 

including the potential financial benefits 
highlighted above.

2. Create a plan to manage budget and workloads.
3. Draft a written policy.
4. Consider creating a secondary caregiver policy or 

a parental leave policy for new parents regardless 
of gender, for greater gender equality in the 
workplace.

5. Communicate the policy and timeline to 
employees.

B Corp Feature: Change.org

All new parents at Change.org, biological or 
adoptive, are eligible for 18 weeks fully-paid 
leave during their first year with the child. 
Details are coordinated with a supervisor 
and HR staff to accommodate everyone's 
needs. Change.org values parents and 
understands the importance of family to a 
healthy workplace.

Primary Caregiver Leave

Why select this metric for improvement?
Family-friendly business practices like primary 
caregiver leave make it easier for employees to 
integrate work alongside time spent building healthy 
families. Paid primary leave benefits employees 
regardless of gender, and is especially effective at 
ensuring female talent is retained throughout the 
organization. It has been demonstrated to increase 
retention, minimizing the costs of training new 
employees and increase the diversity of the 
workforce.

Metric Guidance: Your answer should be adjusted to include only the equivalent number of days that are fully paid, 
regardless of whether they are paid by the company or government. For example, if by government policy primary 
caregiver leave is 60 days, and the company has an additional 20 days, the total leave days will be 80. If the company 
offers the 20 days at half salary, then the the total fully paid leave would be 70: 60 + (0.5 x 20) days. 

● How to weigh the value of paid 
parental leave, Society for 
Human Resource Management, 
2016.

● Need a good parental leave 
policy? Here it is, Harvard 
Business Review, 2015.

● Paternity Leave: Why Parental 
Leave for Fathers is So 
Important for Working Families, 
United States Department of 
Labor.

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net
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https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/paid-parental-leave-value.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/paid-parental-leave-value.aspx
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/paid-parental-leave-value.aspx
https://hbr.org/2015/11/need-a-good-parental-leave-policy-here-it-is
https://hbr.org/2015/11/need-a-good-parental-leave-policy-here-it-is
https://hbr.org/2015/11/need-a-good-parental-leave-policy-here-it-is
https://www.dol.gov/asp/policy-development/paternityBrief.pdf
https://www.dol.gov/asp/policy-development/paternityBrief.pdf
https://www.dol.gov/asp/policy-development/paternityBrief.pdf
https://www.dol.gov/asp/policy-development/paternityBrief.pdf
https://www.dol.gov/asp/policy-development/paternityBrief.pdf


When do your company’s part-time workers qualify for 
health care benefits?

Steps to Improve
1. Investigate the range of plans available to you and 

their varying benefits and costs with your current 
health care provider.

2. Calculate the potential cost of health care benefits 
for your part time workers, including the potential 
financial benefits highlighted above.

3. Create a plan to manage budget and a timeline for 
rollout.

4. Draft a written policy.
5. Communicate the policy and timeline to 

employees.Think carefully about your workforce’s 
language preferences, reading levels, 
communication channels, and preferred 
information mediums (e.g., online communications, 
written reports, videos, or presentations by peers). 
This will enable you to craft communications to 
ensure that your employees clearly understand the 
value that your benefits will bring to them and their 
families.

Why select this metric for improvement?
Providing healthcare benefits to part-time employees 
gives them access to affordable, quality healthcare even if 
they have other obligations (such as family care or 
education) that prevent them from working full-time. 
Additionally, employees that have access to healthcare are 
more likely to stay healthy, making them less likely to 
miss work or come to work sick.

<15 hours per week

15-19 hours per week

20-24 hours per week

25-30 hours per week

30+ hours per week

Healthcare for Part Time Workers

Metric Guidance: Part-time paid employees work year round but do not meet full-time equivalency standards. 
They typically work less than 35 hours a week.

This metric goes well with: 
Scheduling Flexibility

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

No additional health insurance 
benefits provided by the company 
to part time workers
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Feature: Starbucks

Starbucks provides a health care plan 
for employees who work more than 20 
hours per week (or 240 hours per 
quarter), with a basic plan that requires 
employees to contribute only 30% of the 
plan premium, along with more 
comprehensive plans that an employee 
can opt into.

http://www.moneycrashers.com/part-time-jobs-health-insurance-benefits/


Does your company offer job flexibility options, whenever feasible, in 
writing and in practice for the majority of workers?

Steps to Improve
1. Identify any business constraints on specific job flexibility 

practices, including any necessary supportive resources for 
individual practices (laptops, teleconference subscriptions, 
etc.). Develop a list of policies that your business would 
reasonably be able to put into practice. See “Workplace 
Flexibility: A Guide for Companies” below for some common 
flexibility policies and useful steps to implement.

2. Survey employees to identify which potential policies are of 
most interest to the staff.  

3. Communicate with managers to understand their potential 
concerns and to make them aware of flexibility policies and 
how it will affect their teams. Base policies on trust and 
accountability.   

4. Select and adapt flexibility policies that best fit your 
workforce and business needs.  Consider launching new 
policies as a pilot.

5. Collect feedback and modify the initiative as needed.

● Workplace Flexibility: A Guide 
for Companies, B Corporation.

● The 2015 Workplace Flexibility 
Study, WorkplaceTrends, 2015.

● Leveraging Workplace 
Flexibility for Engagement and 
Productivity, SHRM 
Foundation, 2014.

● The Human Face of Workplace 
Flexibility, Sloan Foundation, 
2010.

● Workplace flexibility and new 
product development 
performance: The role of 
telework and flexible work 
schedules, Deloitte.

This metric goes well with: 
Scheduling Flexibility

Job Flexibility

Why select this metric for improvement?
Job flexibility creates multiple pathways to success within an 
organization for employees with different obligations and 
abilities. Offering flexible job scheduling can reduce work/life 
conflict, enhance productivity, improve wellbeing, reduce 
absenteeism, and increase job satisfaction. Practices such as 
telecommuting may also decrease your company's 
environmental footprint.

Metric Guidance: Job sharing is an alternative work option wherein two people share the same position in a 
company and each works part-time. Telecommuting is defined by the United States Office of Personnel 
Management as "work arrangements in which an employee regularly performs officially assigned duties at home or 
other worksites geographically convenient to the residence of the employee."

Additional Resources:

Part-time work schedules at the request of workers

Flex-time work schedules (allowing freedom to vary start and stop times)

Telecommuting (working from home one or more days per week)

Job-sharing

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net
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B Corp Feature: ReWork

ReWork, a New York-based impact-focused 
recruiting firm, allows employees to choose 
their home base city around the country, in 
addition to encouraging working remotely 
for 4 weeks in the location of their choice, 
unlimited sick leave, and flexible scheduling 
options.. 

https://www.bcorporation.net/sites/default/files/documents/portal/BCorp_Workplace_Flexibility.pdf
https://www.bcorporation.net/sites/default/files/documents/portal/BCorp_Workplace_Flexibility.pdf
https://www.bcorporation.net/sites/default/files/documents/portal/BCorp_Workplace_Flexibility.pdf
https://www.bcorporation.net/sites/default/files/documents/portal/BCorp_Workplace_Flexibility.pdf
https://workplacetrends.com/the-2015-workplace-flexibility-study/
https://workplacetrends.com/the-2015-workplace-flexibility-study/
https://workplacetrends.com/the-2015-workplace-flexibility-study/
https://workplacetrends.com/the-2015-workplace-flexibility-study/
https://www.shrm.org/about/foundation/products/Documents/9-14%20Work-Flex%20EPG-FINAL.pdf
https://www.shrm.org/about/foundation/products/Documents/9-14%20Work-Flex%20EPG-FINAL.pdf
https://www.shrm.org/about/foundation/products/Documents/9-14%20Work-Flex%20EPG-FINAL.pdf
https://www.shrm.org/about/foundation/products/Documents/9-14%20Work-Flex%20EPG-FINAL.pdf
https://www.shrm.org/about/foundation/products/Documents/9-14%20Work-Flex%20EPG-FINAL.pdf
http://workplaceflexibility.org/images/uploads/program_papers/schneider_-_the_human_face_of_workplace_flexibility.pdf
http://workplaceflexibility.org/images/uploads/program_papers/schneider_-_the_human_face_of_workplace_flexibility.pdf
http://workplaceflexibility.org/images/uploads/program_papers/schneider_-_the_human_face_of_workplace_flexibility.pdf
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What is the multiple of your company’s highest compensated individual 
(including bonus) compared to the lowest paid full-time worker?

Steps to Improve
1. Solicit input from your hourly employees to understand 

their particular needs.
2. Identify the potential costs and risks associated with 

developing stable scheduling for employees.
3. Develop a tracking system over time that enables more 

accurate insights and accuracy into scheduling needs.
4. Create opportunities for employees to contribute to 

their own schedules.  Enabling software is often 
helpful. Consider services like Workjam.

● Innovative Workplace Flexibility 
Options for Hourly Workers, 
Corporate Voices for Working 
Families. 

● An Inside Look at the Hiring and 
Scheduling Crisis in the Hourly 
Workforce, Workjam.

● Today’s Schedules for Today’s 
Workforce: Hourly Employees and 
Work-Life Fit, Department of Labor. 

This metric goes well with: 
Job Flexibility

Scheduling Flexibility

Why select this metric for improvement?
Scheduling flexibility creates a more inclusive workplace by 
making it easier for employees to spend time with families, 
receive medical care, or fulfill other personal needs without 
sacrificing career success. Providing stable and flexible job 
schedules can decrease turnover, in turn reducing costs required 
to recruit and train new employees.

Metric Guidance: Full-time paid employees work year round and typically work 35-50 hours per week. If local 
definitions of full-time equivalency differ, use appropriate standard. If the company has employees in both emerging 
and developed markets, calculate a compensation ratio for workers in each of those markets separately and choose 
the highest multiple between the two calculations.

Additional Resources:

Company has a minimum work hours policy for hourly employees.

There is a written policy that worker preference must be incorporated into scheduling (e.g. 

self-scheduling or honoring worker preferences to work certain shifts or certain days)

Company shares employee schedules two weeks or more in advance

Workers’ schedules are kept consistent week to week

Management (or enabling technology) facilitates exchange of hours if the employee is not 

able to commit to his/her shift

Other (please describe)

Help improve these resources. Email us at inclusion@bcorporation.net

Inclusive Economy Metric Digest  v 1.0
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Feature: Costco

Since 1985, Costco has had a minimum work 
hours policy included in their Employee 
Agreement guaranteeing their “standard” 
part-time workers a minimum of 24 hours of 
work per week. Among other benefits, this 
has contributed to an industry-low turnover 
rate of 11%. 

http://www.wfd.com/PDFS/Innovative%20Workplace%20Flex%20Options%20for%20Hourly%20Workers%205-09.pdf
http://www.wfd.com/PDFS/Innovative%20Workplace%20Flex%20Options%20for%20Hourly%20Workers%205-09.pdf
http://www.wfd.com/PDFS/Innovative%20Workplace%20Flex%20Options%20for%20Hourly%20Workers%205-09.pdf
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.workjam.com/portfolio-items/an-inside-look-at-hiring-and-scheduling-in-the-hourly-workforce/
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf
https://www.dol.gov/wb/resources/todays_schedules_for_todays_workforce.pdf


Does your company provide any of the following financial products or services to 
help meet emergency needs of employees, discourage predatory lending, and/or 
facilitate savings?

Steps to Improve
1. Consider soliciting input from your hourly employees 

to understand their particular financial needs.
2. Calculate the potential costs of providing financial 

services support, being sure to include the potential 
financial benefits. 

3. Seek partnerships with local non-profit organizations, 
financial institutions, government organizations, or 
other businesses that could help provide beneficial 
services.  

4. Draft a written policy.
5. Communicate the policy and timeline to employees. 

Think carefully about your workforce’s language 
preferences, reading levels, communication channels, 
and preferred information mediums (e.g., online 
communications, written reports, videos, or 
presentations by peers). This will enable you to craft 
communications to ensure that your employees 
clearly understand the value of the new programs.

● Financial Wellness in the 
Workplace, Alliant Credit 
Union, 2015.

● Financial Wellness in the 
Workplace, Society for Human 
Resource Management, 2014.

● An example of an Employee 
Loan Policy, Society for Human 
Resource Management, 2009. 

This metric goes well with: 
Living Wage

Financial Services 
for Employees

Why select this metric for improvement?
Creating access to equitable short-term loans and 
long-term financial planning can help employees become 
more financially resilient, especially those who may face 
barriers to accessing traditional financial services. 
Supporting employees who are at risk of financial 
insecurity can increase employee loyalty and reduce 
turnover.

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

Access to free banking services, e.g. free ATM debit card

Employer match for deposits into savings accounts

Low-interest loans

Issue paychecks off schedule on a need  basis

Other (please describe)
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B Corp Feature: Woodfolds 
Manufacturing

Woodfolds Manufacturing, a custom 
wood products company, provides 
employees with low-interest loans, 
access to free banking services, and 
issues paychecks off schedule on an 
as-needed basis.. 

http://www.alliantcreditunion.org/images/uploads/files/FinancialWellnessInTheWorkplace_Alliant.pdf
http://www.alliantcreditunion.org/images/uploads/files/FinancialWellnessInTheWorkplace_Alliant.pdf
http://www.alliantcreditunion.org/images/uploads/files/FinancialWellnessInTheWorkplace_Alliant.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/documents/financial-wellness-2014-executive-summary.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/documents/financial-wellness-2014-executive-summary.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/documents/financial-wellness-2014-executive-summary.pdf
https://www.shrm.org/resourcesandtools/tools-and-samples/policies/pages/cms_009945.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/policies/pages/cms_009945.aspx


What % of full-time workers have participated in external professional development 
opportunities or lifelong learning opportunities in the past fiscal year?

Steps to Improve
1. Identify any current professional development programs 

already in place and implement a tracking system to 
measure the level of participation in the external 
professional development opportunities offered.

2. Consider creating a budget allocation for each employee to 
be used for professional development purposes, and 
encourage staff to use them by pro-actively identifying 
relevant industry or job function specific opportunities.

3. Identify and/or create professional development 
opportunities for employees to improve their job-related 
skills and create a process for sharing opportunities with 
your team.

4. Formalize a mentorship program within your company that 
may include partnerships with external organizations.

5. Proactively encourage participation in professional 
development opportunities. Focus on access to make sure 
there are not any unintended biases or barriers to 
participate (for example, caregivers may not be able to 
attend evening events).

B Corp Feature: 1908 Brands

1908 Brands has a "Professional Development 
Reimbursement Policy" which encourages 
full-time employees to seek professional 
development as an investment in their careers 
and the organization’s future. Full-time regular 
employees are eligible for reimbursement for 
education costs that are approved by the 
organization up to $2500 per year.

This metric goes well with: 
Management Diversity

Professional Development

Why select this metric for improvement?
Employer-supported professional development can be a 
powerful accelerator of upward mobility, giving all employees 
access to new skills and opportunities.  External professional 
development opportunities can increase productivity and 
innovation as well as reduce employee attrition.

● Learning, Training & 
Development: Implementing an 
Employee Training & 
Development Program, HR 
Council (Canada).

● Developing Employee Career 
Paths and Ladders, Society for 
Human Resource Management.

● 8 Key Tactics for Developing 
Employees, Forbes, 2015.

● How to Get Employees to Care 
About Their Professional 
Development, Fast Company, 
2014.

● How to Start a Mentoring 
Program, Inc., 2010.

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

0% or below

1-24%

25-49%

50-74%

75%

Metric Guidance: Examples of external professional development opportunities include: (1) Paid time off to take 
educational or professional classes (2) Paid attendance for educational conferences and/or seminars (3) Structured 
mentorship program including one-on-one time, orientation activities, and structured discussions (4) Onsite and/or 
on-the-job training leading to industry-recognized credentials (5) Partnership with external accredited educational 
institutions to implement onsite and external training. Full-time paid employees work year round and typically 
work 35-50 hours per week. If local definitions of full-time equivalency differ, use appropriate standard.
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Does your company provide specific content in worker training on inclusion and 
diversity issues related to any of the following specific underrepresented groups?

Steps to Improve
1. Survey your company to understand how your employees 

feel about the inclusivity of your work environment in order 
to identify which trainings might be valuable.  See 
CultureAmp and Paradigm’s inclusion survey example.

2. Identify key areas where training might help improve 
diversity and inclusion based on your company’s needs, 
such as training of recruiters seeking diverse candidates or 
empathy and ally training for leadership. Consider placing 
diversity and inclusion trainings as part of a broader 
inclusion plan for the company. See the Best Practice Guide 
Basics of Diversity and Inclusion in the Workplace for more 
information.

3. Research local consultants and companies that develop 
trainings. Design a plan to roll out trainings over time, to 
help develop behavior and culture change within your 
company.

4. Measure the success of the trainings to insure they are 
meeting your needs and intended goals.

This metric goes well with: 
Management Diversity

Diversity and Inclusion Trainings

Why select this metric for improvement?
Inclusion training can be an effective tool for improving 
inclusion across your company culture. Diversity and Inclusion 
trainings can promote employee satisfaction and improve 
recruitment and retention of a diverse and talented workforce. 

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: While current answer options focus on specific underrepresented groups, this metric is intended 
to reward companies who offer trainings that build skills to create more inclusive workplaces, and can include 
empathy or implicit bias training, anti-harassment or discrimination training, etc. Training should be formalized, 
but may be conducted by an internal staff member (Human Resources) or external expert. Underrepresented 
communities refer to groups who have traditionally not had equal access to economic opportunities because of 
discrimination or other societal barriers. This may vary by context and by geography. Take into consideration 
gender, ethnicity, sexual-orientation, disabilities, and/or low-income status. 

Gender inclusiveness

Minorities

LGBT community

Individuals with disabilities

Other underrepresented groups (please describe)

● Engaging in Conversations About 
Gender, Race, and Ethnicity in the 
Workplace, Catalyst, 2016.

● The Do’s and Don’ts for Diversity 
Training, PRISM International, 
2012.

● The Day-to-Day Experiences of 
Workplace Inclusion and 
Exclusion, Catalyst, 2016.

● Overcoming Bias: Building 
Authentic Relationships Across 
Differences, Tiffany Jana and 
Matthew Freeman, 
Berrett-Koehler Publishers, 2016.

● CultureAmp and Paradigm’s open 
source Inclusion Survey

● Reference the Best Practice Guide, 
“Basics of Diversity and Inclusion” 
for B Corps who offer products 
and services to support employer 
diversity and inclusion.
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What % of your company is owned by non-executive, 
non-founder, full-time workers?

Steps to Improve
1. Consider what type of ownership distribution (and 

what magnitude) is right for your company. This can 
include individual equity plans to grant certain 
employees ownership, stock option or stock 
purchase plans, or ESOPs (Employee Stock 
Ownership Plans). See the below resources: “How to 
Choose an Employee Stock Plan for your Company” 
and “A Conceptual Guide to Employee Ownership for 
Very Small Businesses.”

2. Develop clear and objective guidelines for how 
employees would qualify for employee ownership to 
ensure that the availability of ownership 
opportunities is not affected by biases. 

3. If applicable, present the plan to other owners and/or 
the Board of Directors.  Include a business case for 
how the employee ownership plan benefits the 
company.

4. Engage legal counsel.
5. Make a plan to roll out the employee ownership plan, 

and share and celebrate with your employees.

B Corp Feature: Dansko

Mandy Cabot, CEO and Co-Founder of Dansko, 
describes the rationale behind their transition to 
ESOP:

“The new era of social and economic justice has to 
start with people - being empowered, engaged, and 
invested. People are far more likely to become better 
stewards of the systems they’re a part of - social, 
political, cultural, and natural - when they have a 
personal stake in the economic system, with all the 
rights and responsibilities that that implies. 
Employee ownership provides a kind of up-close 
capitalism, an essential feedback loop that connects 
people to their workplace, their community, their 
economy, their environment, and to each other.”

This metric goes well with: 
Ownership Diversity

Worker Ownership

Why select this metric for improvement?
Employee ownership allows employees, particularly those 
that are not executives or professional investors, to build 
wealth and equitably share in the financial success of the 
business. Employee ownership can also align the interests 
of a company's employees with those of the company's 
shareholders, increase retention, and can be used to 
increase diversity in ownership of the company. 

● For US-based businesses: 
National Center for Employee 
Ownership including, How to 
Choose an Employee Stock Plan 
for your Company and A 
Conceptual Guide to Employee 
Ownership for Very Small 
Businesses

● How to Build an 
Employee-Owned Business,  
Entrepreneur, 2015.

● U.S. Federation of Worker 
Cooperatives 

● International Co-operative 
Alliance 

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: While this question in the B Impact Assessment only includes the % that has actually vested or 
been exercised, granting stock options to employees would also qualify to achieve improvement on this metric for 
the Inclusion Challenge. 

0%

1-4%

5-24%

25-49%

50%

N/A+

Don’t Know
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What is the social and environmental screen(s) used for a majority of 
your company’s Significant Suppliers?

Steps to Improve
1. Identify what information you currently have 

available about your suppliers. If needed, collect 
additional information about your current suppliers 
via a supplier survey or site visits. (This can be done 
in conjunction with broader supplier screens.)

2. When screening, consider specific topics of both 
positive and negative impact. The B Impact 
Assessment Disclosure Questionnaire, for instance, 
provides questions for standard issues regarding 
potential negative impact.  For companies who are not 
able to audit companies themselves, reliance on 
issue-specific third party standards such as Fair 
Trade, SA8000, and Rainforest Alliance are useful. 

3. Consider developing a Supplier Code of Conduct to 
ensure that all your existing and potential suppliers 
(and their subcontractors) acknowledge and respect 
your values and expectations, including in language 
and behavior. Make sure the Code of Conduct is 
clearly communicated and accessible to your 
suppliers.

4. Analyze your supplier data and develop a plan and 
timeline to help your suppliers improve. Consider 
replacing suppliers who don’t meet your criteria.

5. Be sure to apply the screening process for prospective 
new suppliers. Develop a Supplier Checklist for all 
employees engaging with suppliers, and hold 
employees accountable to using the checklist. 

B Corp Feature: Klean Kanteen

Klean Kanteen works with third-party assessors and 
conducts its own visits to screen and monitor the labor 
practices and environmental performance of its 
overseas suppliers. They use positive and negative 
screens to assess worker rights, benefits, and health 
and safety issues as well as environmental health and 
safety. Klean Kanteen also uses a supplementary 
assessment that evaluates supplier practices 
pertaining to wage increases, bonuses and worker 
benefits. These assessments align with standards in 
the company’s Supplier Code of Conduct, and findings 
are actively incorporated by their supply chain team 
through supplier qualification and continuous 
improvement activities.

This metric goes well with: 
Supplier Diversity, Supplier Low 
Income Job Creation

Supplier Screening

Why select this metric for improvement?
Intentionally inclusive supplier policies help your 
company use its purchasing power to support businesses 
that affirm the human rights and dignity of workers. It can 
also lead to a virtuous loop where your company is chosen 
by new clients  due to emerging norms in purchasing 
practices. Screening  suppliers can also minimize brand 
risk and attract conscious consumers.

● Chartered Institute of Purchasing 
& Supply's (CIPS) Guidelines

● Third party certification and 
screening agencies (not an 
exhaustive list):
○ B Lab
○ Fair for Life
○ Fair Trade
○ Sedex
○ Social Accountability 

International (SA8000)
○ Verite

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: Positive screening includes screening for companies that proactively go beyond regulatory or legal 
compliance (e.g. environmentally friendly irrigation system). Negative screening ensures that companies do not 
engage in harmful or illegal practices (e.g. no child labor or human rights violations). 

No formal screening process in place
Screened for negative practices or regulatory non-compliance (e.g. no child labor)
Screened for positive practices beyond what is required by regulations 
(environmentally-friendly manufacturing process; excellent labor practices, etc.)

Prepared in partnership with Change Catalyst
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What % of your Significant Suppliers are majority owned by women or 
individuals from underrepresented populations?

Steps to Improve
1. Consider developing a preferential Supplier Policy that 

prioritizes suppliers owned by women and/or other 
underrepresented individuals. Your policy should align with 
your company’s social and environmental values and 
priorities.

2. Collect information about the ownership of your current 
suppliers through a supplier survey and/or supplier 
interviews. (This can be done in conjunction with broader 
supplier screens.) Be sure to screen for third party 
certifications such as those listed below, which indicate 
women- and/or minority- ownership.

3. Analyze your supplier data and develop a plan and timeline 
to incorporate new suppliers who meet your criteria.   

4. Create an internal supplier directory resource that includes 
information on diversity of ownership metrics. Consider 
creating a Supplier Checklist for all employees engaging 
with suppliers, and hold employees accountable to using 
the checklist.

Supplier Diversity

Why select this metric for improvement?
Creating business development opportunities for businesses 
that are owned by individuals from underrepresented 
populations broadens their market and network access and 
helps correct historic biases and discrimination in our 
industries.

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: Significant Suppliers refers to the largest suppliers that collectively represent approximately 80% of a 
business’s purchases on a cost basis. For small service businesses with fewer than 10 employees, a general rule is to 
identify your five largest suppliers by cost. On a cost basis, calculate the % of qualifying suppliers from the total cost 
from significant suppliers. Underrepresented populations refer to groups who have traditionally not had equal access 
to economic opportunities because of discrimination or other societal barriers. This may vary by context and by 
geography. Take into consideration gender, ethnicity, sexual orientation, disabilities, and/or low-income status. If you 
have suppliers located outside your country, only include suppliers that are owned by individuals who are 
underrepresented within their own country, regardless of their population’s status in your region.

● Chartered Institute of Purchasing & 
Supply's Guidelines

● National Gay and Lesbian Chamber of 
Commerce Supplier Diversity Checklist 
(example)

● Intel Suggested Process for Establishing 
a Supplier Diversity Program (example)

● Find diverse suppliers: Women's 
Business Enterprise National Council,  
National Minority Supplier Development 
Council, National Veteran-Owned 
Business Association, National Gay and 
Lesbian Chamber of Commerce, US 
Business Leadership Network, Minority 
Supplier Development United Kingdom, 
WEConnect International, THOMASNET,

0% or below

1-9%

10-19%

20-29%

30%+

Don’t know

This metric goes well with: 
Supplier Screening, Supplier Low Income Job Creation

B Corp Feature: Change Catalyst

Change Catalyst, which drives inclusive and 
sustainable innovation, has set a goal of 100% 
suppliers who are local, sustainable and majority 
owned by underrepresented groups (women, 
minorities, people with disabilities, veterans, 
LGBTQIA). They also prioritize suppliers who have 
social and sustainable supplier filters of their own. 
In 2015, 68% of their suppliers were local and 
majority owned by people from underrepresented 
groups. In 2016, they reached 88%.
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Additional Resources:
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What % of your Significant Suppliers are located in low-income communities, or 
create employment opportunities for other chronically underemployed populations?

Steps to Improve
1. Collect significant supplier locations and addresses to 

identify whether any current suppliers fall in low income 
areas or enterprise zones. In the United States, you can 
look up census data to determine low income status here.

2. Consider developing a preferential Supplier Policy focused 
on providing economic opportunities to underserved areas 
or groups. To supplement location information, consider 
incorporating specific job programs for chronically 
underemployed populations in a supplier survey (this can 
be done in conjunction with broader supplier screens). 

3. Analyze your supplier data and develop a plan and 
timeline for incorporating new   suppliers who meet your 
criteria.

4. Develop a Supplier Checklist for all employees engaging 
with suppliers, and hold employees accountable to using 
the checklist.

5. Consider posting your Supplier Program and a list of all 
vendors on your  website.

Supplier Low Income Job Creation

Why select this metric for improvement?
Supporting businesses in low income communities, or 
businesses that otherwise employ people from underserved 
populations, is one way for your business to promote needed job 
creation beyond your own payroll.

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: Percentages should be calculated on a cost basis. A Low Income Area is a geographic area 
(neighborhood, village, other region) where the median family income is less than 80% of the median family 
income of the surrounding vicinity. Place-based government designations like Rural Enterprise Zones in the 
United States or “sensitive urban zones” in France also qualify. Chronically underemployed populations include 
those who are unable to find work due to extreme poverty, homelessness, family instability, mental illness, 
criminal history, and disabilities. In order to qualify as providing "job opportunities to the chronically 
underemployed," a supplier must have a deliberate program in place to target those groups rather than providing 
those job opportunities incidentally. Significant Suppliers refers to the largest suppliers that collectively represent 
approximately 80% of a businesses purchases on a cost basis. For small service businesses with fewer than 10 
employees, a general rule is to identify your five largest suppliers by cost. 

● Chartered Institute of 
Purchasing & Supply's (CIPS) 
Guidelines

This metric goes well with: 
Supplier Screening

<10%

10-19%

20-30%

>30%

Don’t know
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https://geomap.ffiec.gov/FFIECGeocMap/GeocodeMap1.aspx
https://www.cips.org/Documents/Knowledge/Procurement-Topics-and-Skills/4-Sustainability-CSR-Ethics/Sustainable-and-Ethical-Procurement/Ethical_Purchasing_Practices-Knowledge_How_To.pdf
https://www.cips.org/Documents/Knowledge/Procurement-Topics-and-Skills/4-Sustainability-CSR-Ethics/Sustainable-and-Ethical-Procurement/Ethical_Purchasing_Practices-Knowledge_How_To.pdf
https://www.cips.org/Documents/Knowledge/Procurement-Topics-and-Skills/4-Sustainability-CSR-Ethics/Sustainable-and-Ethical-Procurement/Ethical_Purchasing_Practices-Knowledge_How_To.pdf
https://www.cips.org/Documents/Knowledge/Procurement-Topics-and-Skills/4-Sustainability-CSR-Ethics/Sustainable-and-Ethical-Procurement/Ethical_Purchasing_Practices-Knowledge_How_To.pdf


What % of your company is owned by women and/or individuals from 
underrepresented populations?

Steps to Improve
Here are a few ways to increase ownership diversity:

1. Employee Ownership: In order to increase the diversity of 
your business's ownership, consider offering stock options 
to a wider variety of employees. See our Worker Ownership 
Metric Digest for recommended steps.

2. Succession Planning: Take steps to make sure successive 
leadership is diverse. Here are some examples:
Make sure your board and other leaders understand the 
value and goals for diverse and inclusive succession. Ask all 
top leaders to commit to personally mentoring successors 
from underrepresented groups. 
Include diversity and inclusion goals in performance 
evaluations of Executive Recruiters, Board Members and 
Executives.

3. Provide opportunities for staff from underrepresented 
groups to learn leadership skills in formal and informal 
ways. For example, develop a volunteer program with 
options for leadership roles or create Associate Board 
Memberships (non-voting members of the Board).
Inform high-potential successors you’re considering them 
for leadership and include their input in decisions.
Offer leadership coaching and management training to 
potential leaders.

Ownership Diversity

Why select this metric for improvement?
Businesses that share ownership among individuals from 
underrepresented populations help to expand wealth creation, 
increase the diversity of perspectives for strategy and 
decision-making, and may have access to unique preferential 
procurement programs.

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Metric Guidance: Underrepresented populations refer to groups who have historically not had equal access to 
economic opportunities because of discrimination or other societal barriers. This may vary by context and by 
geography. Take into consideration gender, ethnicity, sexual-orientation, disabilities, and/or low-income status that 
may qualify the owner as being part of a previously excluded population.  

● Diverse succession planning: 
Lessons from the Industry leaders, 
Human Resource Management, 
2008.

● Succession Planning for Long Term 
Sustainability, Praxis Consulting 
Group.

● HR Planning: Succession Planning, 
HR Council (Canada).

● Succession Planning: How Everyone 
Does It Wrong and Succession 
Planning: How To Do It Right Forbes, 
2009. 

● Certifications for diverse-owned 
businesses: In the United States: 
WBE Certification, MBE 
Certification, LGBTBE Certification, 
DBE Certification, VBE Certification; 
in Canada: WBE Certification, 
CAMSC Certification; in Europe: WBE 
Certification; in the United Kingdom: 
EMB Certification.

This metric goes well with: 
Worker Ownership

0% or below

1-9%

10-24%

25-49%

50%+

Don’t Know

B Corp Feature: Cooperative Home 
Care Associates (CHCA)

CHCA is a nationally recognized home health care 
service provider that prides itself on offering quality 
employment opportunities to low-income men and 
women in the Bronx. CHCA is owned by 
approximately 2,000 of its direct-care workers, 
mostly made up of low-income individuals, ethnic 
minorities, and women from the local community. 
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https://www.researchgate.net/publication/229499304_Diverse_succession_planning_Lessons_from_the_Industry_leaders
https://www.researchgate.net/publication/229499304_Diverse_succession_planning_Lessons_from_the_Industry_leaders
https://www.researchgate.net/publication/229499304_Diverse_succession_planning_Lessons_from_the_Industry_leaders
https://praxiscg.com/wp-content/uploads/2016/12/Succession-Planning-for-Long-Term-Sustainability.pdf
https://praxiscg.com/wp-content/uploads/2016/12/Succession-Planning-for-Long-Term-Sustainability.pdf
https://praxiscg.com/wp-content/uploads/2016/12/Succession-Planning-for-Long-Term-Sustainability.pdf
http://hrcouncil.ca/hr-toolkit/planning-succession.cfm
http://www.forbes.com/2009/07/30/succession-planning-failures-leadership-governance-ceos.html
http://www.forbes.com/2009/07/30/succession-planning-failures-leadership-governance-ceos.html
http://www.forbes.com/2009/07/30/succession-planning-failures-leadership-governance-ceos.html
http://www.forbes.com/2009/07/31/succession-planning-right-leadership-governance-ceos.html
http://www.forbes.com/2009/07/30/succession-planning-failures-leadership-governance-ceos.html
http://www.forbes.com/2009/07/31/succession-planning-right-leadership-governance-ceos.html
http://www.wbenc.org/certification/
http://www.nmsdc.org/mbes/
http://www.wbenc.org/certification/
http://www.nmsdc.org/mbes/
https://www.nglcc.org/get-certified
http://www.usbln.org/dsdp_certification.html
http://www.inc.com/guides/2010/05/veteran-owned-business-certification.html
http://www.wbecanada.org/getting-certified
https://www.camsc.ca/what-is-certification
http://www.weconnecteurope.org/benefits-women-business-owners
https://www.camsc.ca/what-is-certification
http://www.weconnecteurope.org/benefits-women-business-owners
http://www.msduk.org.uk/certification/
http://www.msduk.org.uk/certification/


Is your company’s business model designed to create a more inclusive economy?

Steps to Improve
1. Review your current business model, your product/service offerings, 

and your company mission and/or vision statements to identify 
opportunities for developing a more inclusive business model or line 
of business focused on inclusion.  

a. For example: If you are sourcing and selling food products 
like coffee or chocolate, consider purchasing fair trade. (IBM 
option #3 above).

b. For example: If you are an accountant of a 
business-to-business services company, consider creating a 
service line that serves underserved businesses like women- 
or minority-owned small businesses. (IBM option #1 above)

2. Conduct research on the specific needs and best ways to serve the 
individuals you seek to benefit, directly engaging with them as much 
as possible.  

3. Identify the potential resource requirements, costs, and financial 
benefits of expanding your business model.

4. If necessary, present the proposal to key decision makers like 
executives and/or your Board of Directors.  

5. Recognize that adapting an impact business model doesn’t occur 
overnight; develop a long-term timeline and plan to execute it.  

● Serving the Bottom of 
the Pyramid, Graduate 
School of Stanford 
Business, 2014. 

● Inside the Buy-One 
Give-One Model, 
Stanford Social 
Innovation Review, 
2014.

● Fair Trade Federation
● Business Alliance for 

Local Living Economies

Inclusive Business Model

Why select this metric for improvement?
An inclusive business model ties your company’s purpose to driving inclusion so that as your company grows, so does 
its contribution to an inclusive economy. Developing inclusive business models can also create opportunities for 
company innovation and access to new markets, as well as marketing opportunities to attract and retain conscious 
employees and customers.  

Metric Guidance: For more details about the Impact Business Models that are focused on building an inclusive 
economy, see the B Impact Assessment.

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

Our product or service is designed to address a specific social problem for underserved individuals, 

such as access to basic services, health care, education, or economic opportunities

Our company is at least 40% owned by all of our non-executive workers or suppliers

Our company focuses on alleviating poverty through its supply chain or distribution networks 

(for instance through fair trade purchasing or micro-enterprise models)

Our business model is designed to support and build the economic vitality of our local community 

through local sourcing, banking, service, ownership, etc.

Our company has a formal program to hire and train people with chronic barriers to employment.

Our company has a charitable giving business model focused on donating at least 2% of our revenues 

specifically to create economic opportunities for underserved groups

None of the above

Inclusive Economy Metric Digest  v 1.0
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https://www.gsb.stanford.edu/insights/serving-bottom-pyramid
https://www.gsb.stanford.edu/insights/serving-bottom-pyramid
https://www.gsb.stanford.edu/insights/serving-bottom-pyramid
http://www.people.hbs.edu/cmarquis/inside_the_buy_one_give_one_model.pdf
http://www.people.hbs.edu/cmarquis/inside_the_buy_one_give_one_model.pdf
http://www.people.hbs.edu/cmarquis/inside_the_buy_one_give_one_model.pdf
http://www.people.hbs.edu/cmarquis/inside_the_buy_one_give_one_model.pdf
https://www.fairtradefederation.org/
https://www.fairtradefederation.org/
https://bealocalist.org/
https://bealocalist.org/
https://bealocalist.org/
https://bealocalist.org/


Steps to Improve

1. Begin by measuring the current baseline for your inclusive business model and its 
magnitude. For instance, determine the current % of your revenues or services that are 
benefiting underserved populations by design.  

2. Review your current business model strategy and identify methods to grow or 
improve its inclusive economy impact. For example, you might improve your current 
marketing strategy to better reach underserved customers or increase your 
percentage of fair trade purchasing to help alleviate more poverty in your supply 
chain 

3. Consider engaging with or surveying your current underserved beneficiaries to 
identify how to better serve them and increase their access.  

4. Identify the potential resource requirements and costs (and potential financial 
benefits) of expanding your inclusive business model.

5. Create a plan and timeline to expand your inclusive business model.  

Inclusive Business Model (%)

Why select this metric for improvement?

An inclusive business model goes beyond improving your company’s inclusive business 
practices, tying your company’s purpose to driving inclusion so that as your company 
grows, so does its contribution to an inclusive economy. Expanding inclusive business 
models can also create marketing opportunities to attract and retain conscious customers, 
as well as create opportunities for company innovation and access to new markets.  

Metric Guidance: This metric is designed for companies that already have an impact business 
model focused on creating an inclusive economy, but wish to expand upon it. Depending upon 
the individual impact business model, “expansion” of it is measured in different ways like % 
revenue, % of workers, % of total purchases, etc. 

Help improve these resources. Email us at inclusion@bcorporation.net

If you already have an inclusive business model identified above, what 
is the magnitude of that business model in relation to your overall 
business, i.e. what % of your revenues are from the product designed 
to provide basic services to those without access, or what % of your 
workers are from a chronically underemployed population?

Inclusive Economy Metric Digest  v 1.0
Category: Community
All metric questions are from the B Impact Assessment



What % of the members of your Board of Directors (or equivalent) are women or 
individuals from other underrepresented populations?

Steps to Improve
1. Engage your advisors and/or board members in a candid 

discussion regarding the value of diversity at that level of 
the company.

2. Ensure your current board provides an inclusive 
environment. Consider empathy and inclusion training and 
development.

3. Establish a plan and goal for diversifying your board. Avoid 
tokenism by ensuring you have more than one woman 
and/or person from an underrepresented group on the 
board. 

4. Make sure your job descriptions are inclusive in language 
and culture, attractive to a diverse pool of candidates (hours 
needed, growth opportunities, benefits) and focused on the 
skills and effort needed (vs. pedigree in education, 
networks, or other background that may unintentionally 
limit you to a homogenous pool of candidates).

5. Widen your network to ensure you’re interviewing highly 
skilled, diverse board candidates. Interview more than one 
underrepresented candidate for a position. 

6. Invest in orientation and mentoring for new directors and 
appoint new board members to committees that are 
consistent with their expertise.

● Study Finds Diverse Corporate Boards 
Rein in Risk, Fortune, 2014.

● Beyond Political Correctness: Building 
a Diverse Board, Bridgespan.

● Women on Boards, 2011 (UK).
● How Macy’s quietly created one of 

America’s most diverse boards, 
Fortune, 2015.

● Do minority leaders affect corporate 
practice?, Strategic Organization, 2014.

Board Diversity

Why select this metric for improvement?
Having a diverse set of board members allows for perspectives 
that might otherwise not be heard or taken into consideration 
when governing the company. Diversity of perspectives has 
been correlated with greater creativity and innovation in 
decision-making, and stronger business outcomes.

Metric Guidance: A Board of Directors is a group of people legally responsible to govern a corporation and is 
responsible to the shareholders, and sometimes to stakeholders as well. While this question is specifically focused 
on boards that have fiduciary responsibility for the company, an “other” improvement a company could make for the 
Inclusion Challenge would be to increase the diversity of an advisory board, even if that board did not have a 
fiduciary responsibility. Underrepresented populations refer to groups who have traditionally not had equal access 
to economic opportunities because of discrimination or other societal barriers. This may vary by context and by 
geography. Take into consideration gender, ethnicity, sexual-orientation, disabilities, and/or low-income status. 

Additional Resources:

0%

1-9%

10-24%

25-49%

50%+

Don’t Know

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

N/A - No Board of 
Directors equivalent
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B Corp Feature: Facilities 
Management Services

Facilities Management Services has defined their 
Board of Directors composition in their bylaws. It 
includes: at least one frontline employee; at least 
one supervisory level employee; 50% of the board 
must be composed of members that are not a 
shareholder or employee of the Corporation and 
must ahve community or environmental expertise; 
at least 50% of the board must be composed of 
members that are racial minorities, female, LGBT or 
economically challenged; at least one Board 
member must be a representative of one of the 
Corporation’s customers and at least one board 
member must be economically challenged. 

http://fortune.com/2014/07/30/study-finds-a-diverse-corporate-boards-rein-in-risk-good-for-shareholders/
http://fortune.com/2014/07/30/study-finds-a-diverse-corporate-boards-rein-in-risk-good-for-shareholders/
http://fortune.com/2014/07/30/study-finds-a-diverse-corporate-boards-rein-in-risk-good-for-shareholders/
http://fortune.com/2014/07/30/study-finds-a-diverse-corporate-boards-rein-in-risk-good-for-shareholders/
https://www.bridgespan.org/insights/library/boards/building-a-diverse-board
https://www.bridgespan.org/insights/library/boards/building-a-diverse-board
https://www.bridgespan.org/insights/library/boards/building-a-diverse-board
https://www.bridgespan.org/insights/library/boards/building-a-diverse-board
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/31480/11-745-women-on-boards.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/31480/11-745-women-on-boards.pdf
http://fortune.com/2015/02/18/macys-board-of-directors/
http://fortune.com/2015/02/18/macys-board-of-directors/
http://fortune.com/2015/02/18/macys-board-of-directors/
http://journals.sagepub.com/doi/pdf/10.1177/1476127014564109
http://journals.sagepub.com/doi/pdf/10.1177/1476127014564109
http://journals.sagepub.com/doi/pdf/10.1177/1476127014564109
http://journals.sagepub.com/doi/pdf/10.1177/1476127014564109


Does your company have a formal process to share financial information 
with its full-time employees?

Steps to Improve
1. Discuss with financial managers and senior leadership the 

value of financial transparency and decide the type of 
information that the company is comfortable sharing.  

2. Identify the best method and forum for sharing information 
for your company, such as at staff meetings, a retreat, 
company intranet, etc.

3. When sharing with employees, provide a rationale for why 
the information is being shared and what it means, and 
allow for employees to ask questions.  

4. Be aware that many employees might not have financial 
experience and consider also providing financial literacy 
education to enhance their understanding.   

5. Consider incorporating principles of open book 
management where employees are invited to be more 
directly involved in financial planning.  

6. Commit to sharing on a consistent time period to keep 
employees up to date.    

● Open-Book Management, 
National Center for 
Employee Ownership.

● The Great Game of 
Business

This metric goes well with: 
Professional Development

Financial Transparency

Why select this metric for improvement?
With transparency into financials, all workers can help hold your 
company accountable to ensure budgets reflect your company’s 
mission and values. Sharing financial information with 
employees can improve productivity and performance when all 
employees understand the rationale for executing their roles and 
bear a sense of responsibility for success.

Metric Guidance: Transparent information does not need to include salary information. An "Open Book 
Management" process is a formal process that encompasses 1) transparency, 2) literacy, 3) engagement with 
employees around financials. The practice of Open Book Management includes not only sharing financials on a 
periodic basis, but engaging and empowering employees to utilize that data to set goals, make decisions about the 
business and share in its success.

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

No
Yes - Company discloses all financial information (except salary info) at least quarterly
Yes - The company has complete transparency of financial information and formally 
empowers all employees and departments to actively participate in financial planning 
(i.e. Open Book Management)
Yes- In addition to sharing financials the company also has an intentional education 
program around shared financials
N/A - Company is required to publicly report financial statements

Inclusive Economy Metric Digest  v 1.0
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B Corp Feature: Galileo Learning

Galileo Learning, a company that runs innovative 
summer day camps for kids across California and 
Chicago, often uses an interactive, game-based 
approach to teach employees about business and 
operations practices within their organization. 

http://www.nceo.org/articles/open-book-management
http://greatgame.com/
http://greatgame.com/
http://greatgame.com/
http://greatgame.com/


Separate from a mission statement, has your company legally ensured that 
inclusive governance and its social or environmental mission will be maintained 
over time, regardless of company ownership?

Steps to Improve
The below is not intended to provide legal advice to any specific business.  
Applicable state statutes may have specific requirements and features, and 
thus should be consulted for the proposed state of incorporation.  
Businesses should obtain competent legal and accounting advice before any 
steps are taken.  

1. Identify your current legal structure, then learn about the 
path to mission aligned governance structures here.

2. Educate your board, members and shareholders.
3. Seek approval from your board, managing members, 

and/or shareholders as necessary.
4. If approved and required, file the appropriate papers with 

the state.  
5. Integrate your expanded purpose and stakeholder 

consideration into your everyday practices. Engage in a 
process of determining which stakeholders are affected by 
your business, choosing criteria for considering those 
stakeholders, measuring progress, and establishing clear 
actions to improve performance over time

6. Maintain compliance by fulfilling any reporting 
requirements, and report regularly on your impact to your 
board, shareholders, and stakeholders.

● Legal Roadmap 
● How to Become a Benefit 

Corporation
● benefitcorp.net

This metric goes well with: 
Board Diversity

Inclusive Governance

Why select this metric for improvement?
Companies that adopt best practice mission-aligned governance are 
required to have a purpose beyond just creating profit and must 
consider all stakeholders in their decision making process. This legal 
commitment gives them the flexibility to create value for all 
stakeholders over the long term even through exit transactions such 
as IPOs or acquisitions. 

Additional Resources:

Help improve these resources. Email us at inclusion@bcorporation.net

Signed a contract or board resolution to amend or adopt a legal form that requires consideration 
of employees, community, and the environment (i.e. Signed B Corp Term sheet but have not yet 
adopted stakeholder consideration)
Amended corporate governing documents to require the consideration of employees, community 
and the environment (e.g. Amended Articles of Incorporation)
Has a specific legal entity/governance structure that preserves mission (i.e. cooperative)
Legal entity/governance structure preserves mission and requires stakeholder consideration (i.e. 
Benefit Corp or cooperative that has amended governing documents to include stakeholder 
consideration)
Other - Please describe
None of the above
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B Corp Feature: Untours

Untours became a Pennsylvania benefit 
corporation in 2013 in order to support their goal of 
creating a new sector of the economy in which 
companies are recognized and valued for an 
emphasis on the triple bottom line. According to 
their president Brian Taussig Lux, Untours became 
a benefit corporation so they could legally identify 
themselves as a member of this new sector. 

https://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.bcorporation.net/become-a-b-corp/how-to-become-a-b-corp/legal-roadmap
http://www.benefitcorp.net
http://www.benefitcorp.net


Recognizing that any list of key metrics will always be 
incomplete, and the metrics from the BIA as a whole can 
always be improved, are there other key inclusive metrics that 
you would like to improve upon?

Steps to Improve
1. After reviewing the list of inclusive economy metrics, consider researching other inclusive 

economy practices that are not already included.  This can include reviewing the rest of the B 
Impact Assessment, speaking with other B Corps, or consulting with diversity and inclusion 
experts.  (See the Basics of Diversity and Inclusion in the Workplace Best Practice Guide for 
ideas and a list of organizations that could be helpful.)

2. Consider creating a Diversity and Inclusion Committee for your company, launch an Inclusion 
Survey and/or solicit suggestions from your staff about how to improve diversity and inclusion.

3. Identify the specific opportunities that are relevant to your company and its current strategy.
4. Write out a clear rationale as to how the practice will contribute to a more inclusive economy, 

and set a specific internal goal around improving or implementing that practice.

● Catalyst
● Business and Human 

Rights Resource Centre
● Human Rights Campaign

Other Inclusive Practices

Why select this metric for improvement?
There are many different ways companies can contribute 
to a more inclusive economy.  Selecting this metric allows 
a company to identify new improvement opportunities and 
share innovative practices that may be incorporated into 
the B Impact Assessment in the future. 

Additional Resources:

Prepared in partnership with Change CatalystHelp improve these resources. Email us at inclusion@bcorporation.net

Sample “Other” Metrics: 
● Improve the diversity of your customer base
● Make your website more accessible for the visually impaired
● Improve access to your office for individuals with disabilities
● Implement inclusion-focused recruitment practices 
● Offer different religious holidays as paid time off
● Institute transgender inclusive insurance benefits
● Offer product discounts or pro-bono work to underserved clients
● Inclusion-based charitable giving and service opportunities
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Category: Governance
All metric questions are from the B Impact Assessment

http://bcorporation.net/inclusion
http://www.catalyst.org/
http://www.catalyst.org/
https://www.business-humanrights.org/
https://www.business-humanrights.org/
https://www.business-humanrights.org/
https://www.business-humanrights.org/
http://www.hrc.org/
http://www.hrc.org/

