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recent study by Staffing Industry Analysts shows
that 63% of business leaders expect diversity, i
equity, and inclusion to become a higher prior- i
ity. Research has already proven that gender
and ethnic diversity improve organizational
performance. More and more businesses are attempting to

improve upon workforce diversity for social good.

The Challenge Behind Increasing
Workforce Diversity

Perhaps the greatest challenge behind increasing workforce |
diversity lies in the fact that providers and practitioners
often try to take this on without accurate and necessary |
information to successfully combat this challenge. If they i
have inaccurate information to begin the process around i
their workforce’s current diversity, they have little chance

of truly addressing it in a way to improve that diversity.

In addition, they often don’t get the needed resources
to put toward this challenge, further complicating an or-
ganization’s efforts to improve their workforce diversity. !
This is likely a key reason why a CEIPAL market research i
report states that only 11% of staffing firms are currently |
tracking and/or reporting their contingent workforce di-

versity metrics.

As aresult, workforce diversity is not improved as much

as is expected or hoped for because decision makers within rations with a better understanding of workforce diversity.

these organizations are not truly aware of how diverse their The tool uses a simple and non-intrusive way to quickly and

current workforces are, so they are unaware of how much accurately assess diversity in any workforce. The only piece
i of data essential to the analysis is the list of the worker’s first
{ name and last name. Also, if you add location, job titles and

i wages the tool can provide equity and inclusion metrics.

progress they must make to reach their goals.

What Indotronix is Doing to Combat
This Challenge

company and part of the Indotronix Avani Group, uses
CEIPAL’s Al driven DEI assessment tool to provide corpo-

Sameer Penakalapati,
Indotronix and CEIPAL’s CEO

" Al BASED DEI ASSESSMENT
TOOL WAS BUILTTO ANALYZE
THE PROCESSES WITHIN AN
ORGANIZATIONTO SEE IF A
COMPANY IS REALLY BUILDING
A DIVERSE SUPPLIER BASE AND
WORKFORCE THE COMPANY
THINKS IT IS BUILDING."

— Sameer Penakalapati

The tool can break down an organization’s workforce

i by gender, race, and ethnicity. This tool has been shown to
Indotronix International Corporation, a minority-owned

have an 80-90% accuracy level in its gender identification

reports and a 70 - 75% accuracy level in its ethnicity iden-
tification reports.
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2. Gender Diversity

INDOTRONIX USED THE DEI
ASSESSMENT TOOL WITH ITS
OWN CURATED TALENT POOL
PROVIDED TO THEIR CLIENTS
(278,518 INDIVIDUALS) BETWEEN
JANUARY 1 TO JUNE 30, 2022
AND PUBLICLY REPORTED

THE ABOVE METRICS.

What the DEI Assessment Tool
Provides to Organizations

tingent workforce. Today’s contingent worker could go on

essential to understand that as well.

Sameer points out that the tool can help organizations
realize if they really have wage equity; some organizations :

may appear to have this, but when they analyze it with this
{ isinputinto it, we can now have a better idea of knowing

tool, they may find that there are many women at the as-

sociate entry-level (lowest-paid) position, while there are i
fewer women who are paid a higher wage as managers, di- :

DEI Report: Jan - Jun 2022

rectors, and other high-level positions. Thus,
the organization actually has wage disparity
or inequity because of the disproportionate
number of women at lower-level, lower-income
paying positions versus men at higher-level,
higher-income paying positions.

Indotronix President Venkat Mantha points
out that when it comes to a corporation’s sup-
pliers, the DEI assessment tool can analyze
their suppliers DEI goals, and who their best
supplier is in terms of bringing diverse work-
ers into the organization, in addition to who
is falling short of the organization’s diversity
goals. This type of analysis has been absent
from most organizations reporting, having no
real way to measure this important statistic
among an organization’s suppliers and its
entire workforce.

Director of Marketing at Indotronix Anu
Rao asserts that the diversity assessment tool
can also provide a diverse view into the appli-
cant pool for a particular position. The Al tool
can quickly analyze the profiles of the appli-
cants in terms of gender, race, and ethnicity.

Sameer indicates that the Al based DEI assessment tool
was built to analyze the processes within an organization
to see if a company is really building a diverse supplier
base and workforce the way it was intended. It can do it
in a more time-efficient and cost-efficient way than any
human-based system could.

What Organizations Must Do With the DElI
Al Tool Data to Improve Diversity
Sameer also points out that this tool will help you to see the

: data points, butit will NOT solve the diversity problem by
itself. An organization executive or diversity leader need
i to have the right intentions in order to increase diversity,
Indotronix and CEIPAL’s CEO Sameer Penakalapati points
out that self-reporting by an organization’s workforce of- }
ten leads to a very low response rate at best. As a result,
this form of response doesn’t give actionable insight into !
the diversity makeup of the workforce, and it gives no real
understanding into the diversity of the organization’s con- i

and the level of talent within the organization. Tools such
as this will point you in the right direction, but it still takes
good intentions and good actions based on the information
you learn from the trend analyses to help make the orga-
nization more diverse in terms of its workforce.

Venkat adds that the appropriate decision-makers still

have to take the decisive action necessary to build diver-
to become an organization’s full-time employee hence it is |

sity within their organization based on the insights they

i have gained from the trend analyses this tool can provide

to them. We gain deeper insights into our organizations
to know whether they are as truly diverse as we’d like to
think and hope they are; with this tool and the data that

whether that is truly the case or not and how to go about
closing the gaps that do exist if they do.
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