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Our Commitments
While we value diversity in inherent and acquired traits that 

contribute to people’s unique identities, we also recognize 

that diversity alone will not be impactful if it is not met with 

a radical focus on refining the sense of trust, safety, and 

respect that current and future team members, customers, 

and communities feel when interacting with us.

Our focus on human thriving will allow us to create an 

accessible, ethical, and impactful platform and provide 

meaningful opportunities and resources to better support 

our current and future team members, customers, and 

community.

● We are committed to publishing our Diversity, Equity 

& Inclusion report on an annual basis. The intention 

for this annual report is to hold ourselves internally 

and publicly accountable to our progress and 

impact.

● We are committed to sharing comprehensive data, 

so long this does not compromise the trust and 

safety of the communities and identities that exist 

within 15Five.



Employee 
Demographic Data

We source our employee demographic data from 

voluntary self-identification in our HRIS platform. 

The following data was pulled from a June 2021 report 

unless otherwise indicated.



Per U.S Census Bureau estimates, U.S tech industry average is 68% white, 36% women

Employee Demographic Data: All



Per U.S Census Bureau estimates, U.S tech industry average is 68% white, 36% women

Employee Demographic Data: Managers



Employee Demographic Data:
 Senior Leadership Team

Adam Weber, SVP of Community 
Amanda Ingraham, VP of Customer Success
Brad McGinity, Chief Revenue Officer
David Hassell, Chief Executive Officer

Dianne Frommelt, Chief Product Officer
Jeff Smith, VP of Strategic Initiatives
Jennie Yang, VP of People and Culture
Jim Morrisroe, Chief Operating Officer

Jon Greenawalt, Chief Performance Officer
Julia Stead, Chief Marketing Officer
Kham Msiska, VP of Finance
Mike Knox, VP of Sales

Nazar Ivaniv, Chief Technology Officer
Santi Jaramillo, CEO Emplify 
Shane Metcalf, Chief Culture Officer
Stacey Hurst, Chief of Staff

Per U.S Census Bureau estimates, U.S tech industry average for executives is 83% white, 21 % women



Employee Demographic Data: 
Board Members

Per S&P Global’s 2020 survey of 1,280 technology companies, women hold an average of 21% of board seats in the U.S



Key drivers measured in our survey include representation at the 

organization and leadership levels, input/contribution, rewards 

and recognition, policies and processes, and the impact of our 

Diversity, Equity & Inclusion program.

Survey participants were asked to measure statements on a 5 

point scale ranging from ‘Strongly Disagree’ to ‘Strongly Agree’, 

with ‘Neither Agree nor Disagree’ being the neutral option. 

We aggregated responses indicating ‘Agree’ and ‘Strongly Agree’ 

as an indicator of company-wide sentiment, while also cutting 

the same ‘Agree/Strongly Agree’ data by attributes we had 

sufficient data to safely report on. The following data was pulled 

from a December 2020 report unless otherwise indicated. 

Diversity, Equity & 
Inclusion Survey



● Women: Participants who self-identified as a 

cis-gendered or trans woman

● Non-binary/GNC: Participants who self-identified as 

Non-binary or Gender non-confirming 

● LGBTQIA+: Participants who self-identified as members 

of the Lesbian, Gay, Bi-sexual, Trans, Queer, Intersex, 

Asexual/Agender community

Diversity, Equity & Inclusion Survey

● Non-White (NW): Participants who self-identified with 

at least one non-white ethnicity

● Non-White Exclusive (NWE): Participant who 

self-identified with at least one non-white ethnicity and 

did not self-identify as White, Caucasian or European

● Chronic Condition (CC): Participants who 

self-identified as having a long lasting or chronic 

condition that substantially limits one or more major 

life activities

Attributes we were able to report on include:



Survey Summary | Strengths & Opportunities

Strengths Opportunities

● Respectful and supportive colleagues 

● Respectful, supportive, and caring 
managers 

● Meaningful opportunities to contribute at 
the team level 

● 15Five provides psychologically safe spaces 

● 15Five is committed to the journey of 
creating true inclusion and belonging 

● Meaningful opportunities to contribute at the 
company level  

● Leadership Team to combine Diversity, Equity 
& Inclusion with core business strategy  

● More commitment to marginalized team 
members’ everyday experience including 
prejudice and/or discriminatory comments 
and behaviors, advancement, and 
development opportunities

● Operationalizing our vision for Diversity, Equity 
& Inclusion at 15Five 



Engagement Data
Looking at engagement through multiple lenses is critical 

in understanding how the organization is experienced by 

different groups. By segmenting the data, we can identify 

where disparities exist and focus our strategies and 

resources to drive parity. 

Key drivers measured in 15Five’s Engagement Survey 

include role clarity, goal support, leader integrity, and 

more. Our Engagement survey analyzes the results of each 

team member, then aggregates the data into a 

company-wide percentile-based score that is 

benchmarked against other organizations. The following 

data was pulled from a February 2021 report (measuring 

Engagement for October - December 2020) unless 

otherwise indicated. 



Engagement Summary: Gender
Overall, with a gap of roughly 4 percentile points between 

the engagement scores of men and women, we would 

consider this metric to be on track with our goal of 

reaching engagement parity. Historically, while the 

engagement scores between men and women have not 

been significantly different, women at 15Five have typically 

scored higher. 

Beginning in October 2020 and into February 2021, men’s 

scores are not only indicating higher levels of engagement 

above women’s scores, but men’s scores continue to trend 

upwards, whereas women’s scores continue to trend 

downwards.

These data points are particularly salient in the context of 

the COVID-19 pandemic and its disproportionate toll on 

women. Per McKinsey & Company’s 2020 Women in the 

Workplace Study, “Across all the data about how 

employees are faring during the COVID-19 crisis...women 

are having a worse experience than men. The pandemic 

has intensified challenges that women already face in the 

workplace. Working mothers have always worked a 

“double shift”—a full day of work, followed by hours spent 

caring for children and doing household labor. Now the 

supports that made this even possible for 

women—including school and childcare—have been 

upended.” 

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace#
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace#


Engagement Summary: Ethnicity
In understanding engagement in correlation to ethnicities, 

particularly through the framework of

marginalized groups and majority groups, we believe it is 

imperative to acknowledge that marginalized groups often 

experience “added stressors in both their professional and 

personal lives which affect the amount of physical, mental, 

and emotional energy available for work.” 

● For groups with 5 or more survey participants, there 

is a difference of 6 percentile points between our 

highest engaged and lowest engaged groups, with 

all groups indicating moderate engagement 

● This most recent survey shows an upward trend for 

the engagement scores of Asian and White team 

members from October 2020, while the scores of 

Black/African American and Hispanic, Latino or 

Spanish team members are trending downward

https://pdxscholar.library.pdx.edu/cgi/viewcontent.cgi?article=1002&context=pubadmin_theses
https://pdxscholar.library.pdx.edu/cgi/viewcontent.cgi?article=1002&context=pubadmin_theses
https://pdxscholar.library.pdx.edu/cgi/viewcontent.cgi?article=1002&context=pubadmin_theses


Engagement Summary | Strengths & Opportunities

Strengths Opportunities

● Team members feel supported and 
empowered to work autonomously 

● Team members are able to make 
meaningful relationships with co-workers

 
● Team members have a sense of shared 

values with co-workers 

● Increasing the sense of meaning and value for 
team members  

● Providing more resources to support team 
members with feelings of overwhelm 

● Providing more resources to support team 
members in the completion of their goals

● Providing the right resources to create parity 
across minority demographics



Focus Areas 

Given the results of the Diversity, Equity & Inclusion 

Survey and Engagement Survey, we’ve committed to 

initiatives that address opportunity areas highlighted 

in the data. We've chosen to focus our initiatives in 3 

core areas: Education, Talent Acquisition and, 

Employee Experience.

The following Focus Slides outline our impact to-date 

in our chosen core areas.  In future reports, our 

Success Matrix will serve this purpose. 



Achieved 2020

● Continued Partnering with 
our DEI Strategist

● Hosted a mandatory 
‘Introduction to Diversity, 
Equity & Inclusion’ training 
for all new employees

● Monthly company-wide 
workshops to foster inclusive 
leadership competencies, 
trust and safety i.e. Bias 
training

Achieved 2021

● 15Five’s Leadership Team 
and People Managers 
participated in 2 of 3 
inclusive leadership 
workshops

● Hosted a company-wide 
Fireside chat discussing the 
strategy of Inclusion and 
Belonging

● Revised employee 
onboarding to include and 
highlight Diversity, Equity & 
Inclusion 

Focus Area | Education

Planned 2021

● Quarterly company-wide 
Diversity, Equity & Inclusion 
workshops

● 15Five’s Leadership Team and 
People Managers complete 
the series of inclusive 
leadership workshops



Achieved 2020

● Began partnership with 
PowerToFly, a SaaS hiring 
platform and global 
community dedicated 
supporting talent pools of 
underrepresented 
communities

● Soft launched a 
standardized interview 
process that included the 
Rooney Rule (where at least 
one diverse candidate is 
interviewed for an open 
role)

Achieved 2021

● Continued partnership and 
dedicated diversity sourcing 
through PowerToFly

● Attended “Diversity Reboot” job 
fair hosted by PowerToFly

● Audited all job postings and job 
descriptions for gendered 
language, removing where 
possible

● Removed tertiary education 
requirements where possible 

Focus Area | Talent Acquisition

Planned 2021

● Simplify the standardized 
interview process, focusing 
on role competencies and 
diversity sourcing 

● Train hiring managers and 
interviewers on an ongoing 
basis

● Hire a Director of Diversity, 
Equity and Inclusion who will 
be responsible for advising 
on our people programs,  
community development 
and guide us to build an 
ethical platform   



Planned 2021

● Roll-out Leadership 
Competencies to include 
expectations and 
accountability around 
creating inclusive team 
environments 

● Launch Mentorship Program

● Create and equitable process 
for promotion decision making

● Host second round of 
therapeutic group sessions

● Further leverage our 
Engagement product 
tri-annually to understand the 
impact of DEI programs 

Achieved 2020

● Piloted Diversity, Equity & 
Inclusion Council 

● Juneteenth recognized as an 
official 15Five holiday

● Launched Employee Resource 
Groups

● Piloted therapeutic group 
sessions that aimed to provide 
support for People of Color in 
the workplace and Mental 
Wellbeing during COVID

● Refined feedback channels to 
include anonymous 
submissions

Achieved 2021

● Rolled out an equitable 
compensation program to 
eliminate pay disparity and 
bias

● Revised company cultural 
practices

● Celebrated the contributions 
of underserved groups 
during holidays and 
observance months

● Facilitated 3 month and 12 
month employee milestone 
check-ins and exit 
interviews; included specific 
questions around inclusion

● SOC2 audit served as a
checkpoint for DEI 
commitments throughout 
the employee lifecycle 

Focus Area | Employee Experience



Accountability 
On June 24th 2020, David Hassell and 15Five released 

commitments aimed to at deepening our focus on 

Diversity, Equity and Inclusion. 

In the 12 months since stating our commitments to 

Diversity, Equity and Inclusion we have accomplished a lot 

in line with our core focus areas however, some 

commitments were not met as anticipated. Reasons for 

missed commitments are varied and we will continue to 

push ourselves to meet our Diversity, Equity and Inclusion 

Agreements moving forward.

Our missed commitments are outlined here:

 

● Senior Leadership Team (SLT) reading a minimum 

of one book per quarter + driving follow-up 

conversations in weekly Leadership call 

● Examining all of our current policies, process and 

guidelines to assess whether they’re truly inclusive 

and promote equity throughout 15Five

● Our SLT will engage in intensive anti-racism and 

anti-discrimination training annually

● Exploring the possibility of using the 15Five Best-Self 

Academy, which offers training to managers, as a 

platform to help spread important education about 

DEI from leading experts

https://www.linkedin.com/pulse/taking-stand-become-anti-racist-company-david-hassell/


Resources: External

15Five’s DEI Foundations survey template in 
Engagement helps HR leaders create the 

critical foundation for long-term, 
sustainable, and effective DEI efforts through 
a baseline measurement of diversity, equity, 
and inclusion that’s deeply embedded into 

an organization’s core. 

In 15Five’s original podcast, Best-Self 
Management and its newest iteration, HR 

Superstars, podcast hosts David Hassell and 
Shane Metcalf speak to a variety of amazing 
guests, including experts and advocates for 
inclusive leadership, such as Willie Jackson, 

consultant and facilitator at ReadySet, 
Ashanti Branch, founder of The Ever Forward 

Club, and Amber Cabral, Inclusion and 
Diversity Consultant at 

Cabral Co.

https://www.15five.com/blog/diverse-equitable-inclusive-culture/
https://www.15five.com/podcast/
https://www.thereadyset.co/
https://everforwardclub.org/
https://everforwardclub.org/
https://www.cabralconsultingllc.com/



