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MESSAGE

I congratulate award winning companies for
their solid narrative, evidence-based disclosure
and contribution towards society. Their impact
stories have been published in this magazine. I
hope you benefit from this mutual learning
platform. 

CEO
HR Metrics

Future-focused organizations are driven to ensure long-term sustainability of the planet and the people. As

organizations are increasingly becoming agile in their business models, supply chains, shared services and

operational processes; stakeholders want diversity, equity and inclusion to be integrated with business for

sustainable outcomes. To optimize organizational results, leaders need to adopt an inclusive approach

towards management strategies and governance that incorporates diverse perspectives, combined with

varied cognitive, cultural and linguistic collaboration. 

Diversity and inclusion has moved from peripheral function to the core driver of value creation for the

organizations. In McKinsey’s 2020 report: Diversity Wins: How Inclusion Matters-analysts found that,

“Companies in the top quartile for gender diversity on their executive teams were 25 percent more likely

to experience above-average profitability than companies in the fourth quartile,” as well as “36 percent

likelihood of outperformance on EBIT margin for ethnic and cultural diversity.”

Society of Human Resource Management (world's largest HR association) has revised global HR

competency standard by positioning diversity, equity and inclusion as key competency under “Leadership

and Navigation”.

HR Metrics conducted certification of 106 people in Pakistan on Global DEI Standard. Number of

organizations using Global DEI Benchmarks Standards in Pakistan increased from 28 to 47 causing 67%

increase. This demonstrates organizational commitment towards Sustainable Development Goals 4, 5, 8, 9,

10 and 16. Regulators, investors, shareholders and business leaders have started the urgency of

incorporating inclusion in governance and operations.

I congratulate award winning companies for their solid narrative, evidence-based disclosure and

contribution towards society. Their impact stories have been published in this magazine. I hope you benefit

from this mutual learning platform. 



HBL has been declared as "Most Inclusive Company of Year 2022" 
by winning 15 Global DEI Benchmarks Standards Awards

HBL–A Bank With a Soul
HBL has always been a major advocate for fostering Diversity, Equity, and Inclusion (DEI) in the society. 
Despite various DEI initiatives practiced globally, organizations across the world have renewed efforts to incul-
cate a culture of diversity, equity, and inclusion among its work force. The goal of DEI is to create a more just 
and equitable society by actively addressing systemic and structural barriers that prevent certain groups of 
people from fully participating and thriving. HBL has always strived to ensure it is at the forefront of the DEI 
agenda. Over the years, the Bank has adopted a well-rounded approach through initiatives focused on hiring, 
career development, and female-friendly policies. 

DEI Initiatives

The HBL Diversity Council has been a trailblazer with respect to introducing policies for its female staff. HBL 
became the first Bank in Pakistan to introduce a formal policy on ‘Flexible Working Arrangements’. This 
landmark initiative, especially for the women, offered flexible timings and location. HBL recognizes that women 
are integral catalysts and change agents for diversity and innovation in the workplace. However, their role 
transcends that of a professional as they are responsible for managing various aspects of their lives simultane-
ously. Cognizant of these challenges, HBL launched Waapsi, a Female Returnship Program, offering women an 
opportunity to restart their career after a professional break. Under this program, HBL inducted 26 females in 
various roles across the Bank in H2 2022. To create an inclusive ecosystem for all its workforce, HBL offered 
special leaves to its staff, as it introduced paternity, miscarriage, and mourning leaves. 

HBL’s diversity agenda is based on the following focus areas: 

  Attract women talent at all levels
  Keep them engaged
  Offer them facilities and policies
  Manage women’s attrition
  Ensure representation of women in management and leadership positions
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At present, HBL has a diversity ratio of 22% and its aim is to increase this to 25% by 2025. The HBL
leadership understands the importance of both inherent and acquired diversity and has been the driving
force behind the exponential increase in the diversity numbers across the Bank. DEI is not just a
buzzword at HBL. The Bank is making concerted efforts to embed this culture in the mindset of its staff.
As part of Women Wellness Program at HBL, the Bank arranges online wellness sessions on topics
around female physical, mental, emotional wellbeing, etc. Comprehensive diversity and inclusion
trainings have been undertaken by the entire HBL staff such as Gender Smart Banking, Professional
Code for Successful Female Bankers, Disability Inclusion. Recognizing the value of mentoring, HBL Falak
was launched as an exclusive mentorship program tailored for senior women of the Bank. Through this
program, the Bank sought to establish a robust mentoring program to help senior women resources
develop their skills and encourage reciprocity of shared experiences to cultivate a growth driven,
conducive environment for mentees across the Bank.
To support the Bank’s female staff with young children in balancing their professional career and
motherhood, HBL announced a Day Care Allowance and a maternity gift for its female staff. This facility
resonated with the Bank’s diversity agenda and its resolve to support mothers.
The Bank’s focused hiring strategy to include women and persons with disabilities (PWDs) is a nod to its
efforts of promoting inclusivity within the organization. Every year, HBL launches a targeted internship
program for both women and PWDs. 

Hiring a diverse workforce is not the end, but in fact it is the first step towards embedding the DEI
culture in the organization’s DNA. HBL ensures it provides an inclusive environment and in this regard
the Bank has made infrastructural upgrades by introducing female-friendly spaces, improving access to
branches with ramps, talking ATMs, braille forms among other such initiatives. 
In addition, HBL has a robust financial product specifically catering to the women demographic; HBL
Nisa. This product aims to provide financial independence and security to women. Currently, HBL is
proudly serving 3.8 million women clients, including over 900,000 under its Nisa Program.
Our leadership is also forming strategic alliances with female centric universities to nurture talent at an
early stage and work towards providing them opportunities to become more marketable.
At HBL client satisfaction is key and a diverse and inclusive workforce can better understand and serve a
diverse client base, leading to improved satisfaction and loyalty. A workplace that values DEI can attract
a wider range of talented individuals who are looking for an inclusive and supportive work environment.
This can help HBL recruit and retain high-performing employees.
A diverse and inclusive workforce can bring different perspectives and ideas to the table, leading to
better innovation and problem-solving. Companies that prioritize DEI can build a positive reputation and
become a preferred employer for clients, and employees.

Way Forward

3



Muhammad Aurangzeb Ahsan Zafar Syed  Ismail Mahmud 

Syed Ali Akbar Rehan Shaikh

Yousaf Hussain Muhtashim Ahmad Ashai Amin A. Feerasta Aizid Razzaq Gill

Hasan Azhar Ghias Khan Rehmat Ali Hasnie

Dr. Syed Azizur Rab Basir Shamsie Muntaqa Peracha Mohsin Nathani

Ghazanfar Azzam Dr. Imran Ahmad Khan Javed Ahmed Furqan Syed

C E O s

ANNUAL GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS

President & CEO
HBL

CEO
Engro Fertilizers Limited

CEO
Engro Vopak Terminal Limited 

Marek Minkiewicz

CEO
METRO Pakistan

Jahangir Piracha

CEO
Engro Polymer & Chemicals Limited

Samer Chedid

CEO
Nestlé Pakistan Limited

Muhammad Amir Khan

CEO
HBL Microfinance Bank

CEO
Pakistan Tobacco Company

Yusuf Siddiqui

CEO
Engro Energy Limited

CEO
Standard Chartered Bank

Pakistan Limited

Dr. Sulaiman ShahabuddinAamir Ibrahim

CEO
Jazz

President 
Aga Khan University

CEO
Faysal Bank Limited

Nusrat Munshi

CEO
AGP Limited

CEO
Soneri Bank Limited

Deputy CEO
Soneri Bank Limited

CEO
Allied Bank Limited

Sadaf Hatif

Chief Executive Officer
HRSG

Group Chief Executive Officer
HRSG

President & CEO
Engro Corporation

Fatima Asad-Said 

CEO
Abacus Consulting Technology Limited

President (Acting)
National Bank of Pakistan

Rashed Rafique 

Vice President & General Manager 
Novo Nordisk Pharma (Private) Limited

Hatem Bamatraf

Group CEO
Pakistan Telecommunication

Company Limited

Chief Executive Officer
Greenstar Social Marketing

(Guarantee) Limited

President & CEO
JS Bank Limited

CEO
foodpanda

CEO
Habib Metro Bank

Syed Kabeer Naqvi

CEO
U Microfinance Bank Limited

Javed Ghulam Mohammad

Group Managing Director & CEO 
Martin Dow Group

President & CEO
Mobilink Microfinance Bank

 CEO
Bayer Pakistan Private Limited

Roman Yazbeck

Managing Director PK
Philip Morris Pakistan

Managing Director and CEO
 Jubilee Life Insurance

CEO
PepsiCo Pakistan

Arif Ur Rehman

CEO
Fauji Fertilizer Bin Qasim Limited

AWARD WINNER COMPANIES
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C E O ' S

Mian Umer Mansha Irfan Wahab

CEO
Nishat Mills Limited
(Apparel Division) 

CEO
 Telenor Pakistan

Dr. Faisal Mushtaq

Founder & CEO
Roots Millennium Education

Group, Pakistan

Farheen Irfan

Chief Operating Officer
ACT Engineering Services

Private Limited

Jamal Nasir Muhammad Saad Khan Rizwana Halepoto Zahra Hussain Adeel Qamar

Hajra Omer Wajid Ali Navroz Surani

Junaid Jumani Monis Mirza M. Merajuddin Ahmed Saira Shahid Hussain

Zubina Sadick

Head HR
JS Bank Limited

Ayesha Khan

Country Director
Hashoo Foundation

Asad Ali

Head HR
Habib Metro Bank

Suhaib Baluch 

Head of People & Organization 
foodpanda

Nader Nawaz

Jahanzeb Khan

CEO
 FINCA Microfinance Bank Limited

Chief Human Resources Officer
HBL

Vice President HR
Engro Fertilizers Limited

CHRO
Engro Vopak Terminal Limited 

CHRO
METRO Pakistan

Faisal Farooq Khan

Vice President HR & Administration
Engro Polymer & Chemicals Limited

CHRO
Bank Alfalah Limited

CHRO
Nestlé Pakistan Limited

Head HR
HBL Microfinance Bank 

Tamkeen Sardar Faisal

CHRO
Engro Energy Limited

Muhammad Umer

CHRO
Standard Chartered Bank

Pakistan Limited

Sanam Sheikh

Acting CPO
Jazz

VP-HR
Aga Khan University

CHRO
AGP Limited

CHRO
Faysal Bank Limited

Head of HR, Legal and General Services
Soneri Bank Limited

CHRO
Allied Bank Limited

Faiza Tariq Qureshi

Group Head of People & Culture
HRSG

Rizwan Masood Raja 

Maria Safdar

Chief People Officer
Engro Corporation

Head of Corporate HR
Abacus Consulting Technology Ltd.

Shoaib Baig Asma Shaikh

Group Chief People Officer
Pakistan Telecommunication

Company Limited

CHRO
National Bank of Pakistan

Noman Javaid 

Director People & Organisation 
Novo Nordisk Pharma (Private) Limited

Uzma Hayat Khan

Head of HR & Admin
Greenstar Social Marketing

(Guarantee) Limited

Group Head Human Resources
& Administration 

TPL Corp Limited/ TPL Properties Limited

Shahrukh Masood

Group Director Human Resources
& Corporate Communication 

Martin Dow Group

ANNUAL GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS

Muhammad Haroon Khan 

Chief People Officer
Mobilink Microfinance Bank

AWARD WINNER COMPANIES
C E O s

C H R O s
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Brig. Syed Haider Ali Naqvi

GM (HCM)
Fauji Fertilizer Bin Qasim Limited

Tahir Aleem

CHRO
Nishat Mills Limited
(Apparel Division) 

Quratulain Arsalan

L&D Lead
Feroze1888 Mills Limited

Sarah Beg Aniya Fatima Naqvi Riva Naeem Gull Zareen Khan Fatima Tauseef

Alina Tariq Abdul Khaliq

Sarah Hassan

CHRO
PepsiCo Pakistan

Tazeen Shahid

Group Head - Human Resource
Management and Development

 Jubilee Life Insurance

Sardar M. Abubakr 

Chief People Officer
Mobilink Microfinance Bank

Muhammad Bilal

CHRO
Bayer Pakistan Private Limited

Mirela Spagovic

Director People & Culture Pakistan
Philip Morris Pakistan

Areej Khan

CHRO
 Telenor Pakistan

Sidra Anjum

Head of Human Resources
ACT Engineering Services

Private Limited

M. Adil Amin Kazi

GM
Roots Millennium Education

Group, Pakistan

Kamran Mustafa Siddiqui

CHRO
 FINCA Microfinance Bank Limited

Head Talent, Diversity and
HR Relationship Management

HBL

Diversity Manager
Engro Fertilizers Limited

DEI Manager
Engro Vopak Terminal Limited 

Rehan Naeem

Manager Rewards & Employee Relations
Engro Polymer & Chemicals Limited

Diversity Manager
Bank Alfalah Limited

Unit Head DEI
Bank Alfalah Limited

DEI Manager
Nestlé Pakistan Limited

Head Talent & OD
HBL Microfinance Bank 

Rubaab Qureshi

DEI Manager
Engro Energy Limited

Saman Masood

DEI Manager
Pakistan Tobacco Company

ANNUAL GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS

Sabahat Bokhari Maliha Murtaza Khan

Director Diversity & Inclusion
Jazz

Diversity Manager–
Director L & OD

Aga Khan University

Quratulain Tahir Habiba Salman

DEI Manager
AGP Limited

DEI Manager
Faysal Bank Limited

Ali AshrafSaman Abbasi

Head L&D &
Chief Diversity Officer

Soneri Bank Limited

Divisional Head HR
Allied Bank Limited

Talha Abbasi

Manager - HRBP
HRSG

Arshia Ahmad Saqib 

Vice President Talent & Culure
Engro Corporation

AWARD WINNER COMPANIES

C H R O s

D E I  L e a d s
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Sehar Ali Hufrish Shroff

Ahmed Shah Durrani Syed Saadat Ali Shah Junal Maria D'Cruz Bushra Mazhar

Head – Talent, HRBP,
Diversity & Inclusion

 Jubilee Life Insurance

Saman Chaudhry

Section Manager, Talent
Acquisition, Learning &

Development & Diversity
Fauji Fertilizer Bin Qasim Limited

Jamila Majid

Diversity Manager
Feroze1888 Mills Limited

Wajeeha Khalid Sahar Al-Hosban

DIB Global Lead
 FINCA Microfinance Bank Limited

Mona Kanwal 

Senior Manager HR Operations
& Compliance

Roots Millennium Education
Group, Pakistan

Samia Ali
Assistant Manager 

Talent Management
Abacus Consulting Technology Ltd.

Hina Tasleem

Group VP (Culture Transformation)
Pakistan Telecommunication

Company Limited

Divisional Head –
Organization Effectiveness
National Bank of Pakistan

HR Business Partner 
Novo Nordisk Pharma (Private) Limited

Asra Izhar

Manager Human Resources
Greenstar Social Marketing

(Guarantee) Limited

D&I Lead
Habib Metro Bank

Bilal Soomro

Senior Manager Culture
& Engagement 

foodpanda

DEI Lead
U Microfinance Bank Limited

DEI Lead
Bayer Pakistan Private Limited

Alina Khan

Engagement, L&D Lead
Philip Morris Pakistan

Osman Ahmed

Business & DEI Program Head
Nishat Mills Limited
(Apparel Division) 

Head of Organizational
Development

 Telenor Pakistan

ANNUAL GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS

AWARD WINNER COMPANIES

D E I  L e a d s
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GLOBAL DIVERSITY, EQUITY &
INCLUSION BENCHMARKS

AWARDS

Akif Saeed Muhammad Aurangzeb Ghias Khan

Maheen Rehman Moneeza Usman Butt Fatima Asad-Said

2 0 2 3

Chairman Securities and
Exchange Commission of

Pakistan

GUEST OF HONOUR SPEAKERS

President & CEO 
HBL

CEO
 Engro Corporation

Musharaf Hai 

Former CEO 
Unilever and L'Oréal Pakistan

SPEAKERS

CEO 
Infra Zamin Pakistan

Partner
KPMG Taseer Hadi & Co

CEO
Abacus Consulting

Technology Limited

Maleeha Mimi Bangesh

Consultant, 
International Finance

Corporation, Singapore

Professor of Organizational
Behavior and Leadership,

Suleman Dawood
School of Business

Lahore University of
Management Sciences

Pakistan

Jawad Syed PhD

 Vice President and
Chief Diversity, Equity
and Inclusion Officer
American Institutes

for Research 
USA

Karen Francis PhD

President Mcleod White,
Montreal Canada,

Former Board Chair
The Centre for

Global Inclusion USA

Lynda White

Partner
KPMG Taseer Hadi & Co

Pakistan

Moneeza Usman Butt

Chairman of Public Interest Law
Association of Pakistan and

Chairman of Pakistan
 Innovation Foundation Pakistan

Saad Amanullah Khan

CEO HR Metrics, Member
Pakistan Stock Exchange

Task Force on ESG,
Member BoD Centre for

Global Inclusion USA,
President SHRM Forum 

Pakistan

Zahid Mubarik
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HR Metrics conducts annual Global DEI Benchmarks

Awards in which organizations are given the opportunity

to disclose their diversity, equity, and inclusion

accomplishments with a focus on social and economic

impact on all stakeholders. Diversity Hub, Pakistan

formed a Jury for assessment of GDEIB awards

comprising of leading global DEI experts including Jawad

Syed PhD, Professor of Organizational Behavior and

Leadership, Suleman Dawood School of Business, Lahore

University of Management Sciences, Pakistan, Karen

Francis PhD, Vice President and Chief Diversity, Equity

and Inclusion Officer American Institutes for Research,

USA, Lynda White, President Mcleod White, Montreal

Canada, Former Board Chair The Centre for Global

Inclusion USA, Moneeza Usman Butt, Partner, KPMG

Taseer Hadi & Co, Pakistan, Saad Amanullah Khan,

Chairman of Public Interest Law Association of Pakistan,  

and Chairman of Pakistan Innovation Foundation,  

2023 AWARD WINNERS

Pakistan, Zahid Mubarik, CEO HR Metrics, Member Pakistan Stock Exchange Task Force on ESG, Member BoD

Centre for Global Inclusion USA, President SHRM Forum, Pakistan. Awards were assessed on merit-based scores

on a scale of 1-5 including Best Practice, Progressive, Proactive, Reactive, and Inactive. Total 46 organizations

have won the Global DEI Benchmarks Awards. 
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Engr. Rukhsana Zuberi

2022 AWARD WINNERS

20222022
GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS AWARDS  

Matt Ference

US Deputy Consul General 
Karachi

Member 
Senate of Pakistan

Musharaf Hai

Former CEO 
Unilever and L'Oréal Pakistan

GUESTS OF HONOUR
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Engro Polymer & 
Chemicals Limited

Philip Morris Pakistan Limited

HRSG

Engro Energy Limited

2022 Global Diversity, Equity & Inclusion Benchmarks
Awards' Winners 

Musharaf Hai
Former CEO Unilever and L'Oréal Pakistan

Engro  Fertilizers Limited Engro Corporation Limited Nestlé Pakistan HBL

HBL Microfinance Bank Standard Chartered
Bank AGP Limited Bank Alfalah Limited

Faysal Bank Limited PTCL

The Millennium Education JS Bank

Guests of Honor

TPL Corp Limited
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FINCA Microfinance Bank Ltd.

National Clearing Company
of Pakistan Limited Jazz

Novo Nordisk
Pharma (Pvt). Ltd.

Feroze1888 Mills Limited Telenor Pakistan

British Council PakistanTMUC
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20222022
GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS AWARDS  

A clear awareness of
the value of DEI;

starting to implement
DEI systemically

Proactive

Level 3

Lynda White
President 

McLeod White Montreal
Quebec, Canada

Saad Amanullah Khan 
Chairman 

Pakistan Innovation Foundation
Pakistan

Karen Francis

Vice President and Chief
Diversity, Equity & Inclusion Officer

American Institutes for Research 
 United States

Zahid Mubarik
 SHRM-SCP, SPHRi, GPHR

CEO HR Metrics
Pakistan

Nadia Younes

Global Head, Employee 
Experience, Diversity & Wellbeing

Zurich Insurance Company Ltd.
Switzerland

Moneeza Usman Butt

Partner
KPMG Taseer Hadi & Co 

Pakistan

Ambreen Waheed
Founder & Pollinator

Responsible Behaviour Institute
Pakistan

Best Practice

Demonstrating current
global best practices in

DEI; exemplary for
other organizations

globally

Level 5

Implementing DEI
systemically and

showing improved
results and outcomes

Progressive

Level 4

AWARD LEVELS

JURY MEMBERS
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Why Diversity & Inclusion?
On 25 September 2015, all of 193 member countries of the United Nations
adopted the “2030 Agenda” a plan of Action for People, Planet, Prosperity, Peace,
and Partnership” for Sustainable Development Goals (SDGs). 6 out of 17 SDGs
focus on D&I through effective, accountable and inclusive institutions.
According to McKinsey & Company 2018 research, companies in the top-quartile
for gender diversity on executive teams were 21% more likely to outperform on
profitability and 27% more likely to have superior value creation. Companies in
the top-quartile for ethnic/cultural diversity on executive teams were 33% more
likely to have industry-leading profitability. This correlation shows a clear business
case for diversity & inclusion in organizational performance context.
Organizations today are dedicated to serving all stakeholders, including
customers, employees, suppliers, regulators, shareholders and society at large.
Future-focused organizations want to ensure long-term sustainability of our world
and the people in our world. Stakeholders are becoming more globally diverse and
networked, as organizations are increasingly mobile in their teams, supply chains,
shared services, operational processes and outsourcing. 
To optimize organizational results, creativity, problem solving, talent management
and engagement, operations and innovation, organizational leaders need to adopt
inclusive approaches, management strategies and styles that incorporate different
perspectives, cognitive, cultural and linguistic differences, and collaboration.
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What is 

GDEIB?
Global Diversity, Equity & Inclusion Benchmarks (GDEIB) are the standards
for organizations round the world. The GDEIB helps organizations
determine strategy and measure progress in managing diversity and
fostering inclusion. It is a free downloadable 80-page booklet that can be
used by submitting the Permission Agreement. The GDEIB was written by
its co-authors and The Centre’s founding board members Julie O’Mara,
Board Chair and President, Alan Richter, Ph.D., Treasurer, and 112 Expert
Panelists. Among the 112 Expert Panelists is The Centre’s third and final
founding member, Nene Molefi, Secretary. The Centre for Global Inclusion
is the home of GDEIB. Its mission is to serve as a resource for research and
education for individuals and organizations in their quest to improve
diversity and inclusion practices around the world. It is a non- profit US
organization under 501c3 public charity focused. See
www.centreforglobalinclusion.org

While many would make the case that all 17 goals support D&I,
below are six goals that are especially consistent with the GDEIB
Categories and Benchmarks: 

Ensure inclusive and equitable quality education and promote lifelong
learning opportunities for all.

SDG 4: Quality Education

Achieve gender equality and empower all women. 
SDG 5: Gender Equality

Promote sustained, inclusive, and sustainable economic growth, full and
productive employment, and decent work for all.

SDG 8: Decent Work and Economic Growth

Build resilient infrastructure, promote inclusive and sustainable
industrialization, and foster innovation.

SDG 9: Industry, Motivation and Infrastructure

Reduce inequality within and among countries.
SDG 10: Reduce Inequalities

Promote peaceful and inclusive societies for sustainable development,
inclusive institutions at all levels. 

SDG 16: Peace, Justice and Strong Institutions

How GDEIB Supports Sustainable Development
Goals 2030?

The 2030 Agenda for Sustainable Development contains 17
Sustainable Development Goals (SDGs) with 169 targets. It
expands the integration of environmental, social, and economic
policies and raises the bar on the role that all types and sizes of
organizations in various sectors should play in supporting the global
sustainable development agenda. It mentions and supports
workplace D&I and describes People, Planet, Prosperity, Peace, and
Partnership as its focus. 

An increasing number of
organizations around the world have
made commitments to sustainability
and are engaged in sustainability
initiatives. Aligning D&I initiatives
with sustainability efforts will
strengthen both the sustainability
initiative and the D&I initiative,
resulting in more focused use of
resources and the ability to achieve
goals. 

Ultimate Goals of GDEIB

GDEIB Standards help create more
equitable and better functioning
organizations, confront racism, sexism,
and all forms of oppression, cultivate
trust, acceptance, physical and
psychological safety, lead inclusively,
respond with agility, and thrive though
disruption, promote wellness and self-
care as ingredients for lasting change
and contribute to creating a sustainable
world. 
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Ultimate Benefits of GDEIB

Contribute to the greater good of society

Create a world which is fair and just and respectful of individuals
and their similarities and differences;
Create a world where everyone can sustain a high quality of life
and enjoy peace and prosperity.

Achieve its organizational vision, mission, strategy and annual
goals/objectives;
Attract and retain diverse talent;
Build strong and high-performing teams;
Cultivate leaders who inspire inclusion and champion diversity;
Leverage an extensive range of backgrounds and skills to enhance
creativity, innovation and problem solving;
Increase engagement, motivation, and productivity;
Improve the quality of work/life integration;
Enhance the organization’s reputation/brand as an employer of
choice;
Minimize risk/exposure and ensure compliance with legal
requirements;
Sustain an environment that treats people fairly.

A well-designed and well-executed D&I strategy can help an
organization:

Improving Organizational Performance

To assess the current state of D&I;
Realize the depth, breadth, and integrated scope of D&I practices;
To set and stretch standards and agree on your desired state;
Determine strategy;
To determine short-term and long-term goals;
To engage employees;
To measure progress;
To assist in hiring D&I staff & consultants;
Measure progress in managing diversity and fostering inclusion.

Usage in Organization

Purpose of GDEIB

Global DEI Benchmarks

Award is a mechanism to

recognize and encourage

organizations using Global

standards to align D&I with

organizational policies for

sustainable financial and

social performance. 

Dimensions of
Diversity

GDEIB has 28 dimensions of

diversity. Organizations have

the flexibility to choose any

dimension(s) according to their

business or social needs.
Appearance

Belief system

Education

Disability

Gender Identity and
Expression 

Nationality

Native or
Indigenous
Identify/Origins

Age

Culture

Ethnicity

Gender

Generation

Geography

Language and
Accent

Job role and
Function

Marital Status

Mental Health

Parental Status

Pregnancy

Personality 
Type

Race

Sex

Sexual 
Orientation

Thinking 
Style

Religion

Socio-
economic
status/Cast

Work
Experience

Work
Style 
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CONNECTING DEI AND SUSTAINABILITY AWARD

COMMUNITY, GOVERNMENT RELATIONS 
& PHILANTHROPY AWARD

SERVICES AND PRODUCTS DEVELOPMENT AWARD

MARKETING AND CUSTOMER SERVICE AWARD

RESPONSIBLE SOURCING AWARD

Global DEI Benchmarks Awards exist in 15 categories:

  Categories of Awards

VISION, STRATEGY, AND BUSINESS IMPACT AWARD

Developing a strong rationale for DEI vision,
mission, and strategy and align it to
organizational goals.

01

LEADERSHIP AND ACCOUNTABILITY AWARD

Holding leaders accountable for implementing
the organization’s DEI vision, setting goals,
achieving results, and being role models.

02

DEI STRUCTURE AND IMPLEMENTATION AWARD

Providing visible, dedicated support and structure
with authority and budget to effectively implement
DEI.

03

Ensuring that attraction, sourcing, and recruitment is
done through the lens of DEI.

04
RECRUITMENT AWARD

Ensuring that DEI is integrated into talent
development, performance management,
advancement, and retention strategies.

05
ADVANCEMENT AND RETENTION AWARD

Ensuring that job design and classification are
evaluated for bias and that compensation is equitable
across key dimensions of diversity.

06
JOB DESIGN, CLASSIFICATION, AND  COMPENSATION
AWARD

WORK-LIFE INTEGRATION, FLEXIBILITY, & BENEFITS
AWARD

Achieving work-life integration, flexibility, and
equitable benefits. Flexible work options are
widely available and accessible. 

07

ASSESSMENT, MEASUREMENT, AND RESEARCH AWARD

Ensuring that assessments, measurement, and
research include a DEI lens.

08

DEI COMMUNICATIONS AWARD

Making communication clear, simple to
understand, and a crucial force in achieving the
organization’s DEI goals.

09

DEI LEARNING AND DEVELOPMENT AWARD

Educating all to achieve a level of DEI
competence and confidence needed to
create a diverse, equitable, and inclusive
organization.

10

Connecting the organization’s DEI and
Sustainability initiatives to increase the
effectiveness of both.

11

Being proactive in working with community,
public and private partnerships, government, and
society at large, & through philanthropy.

12

Embedding DEI in services and products
development to serve diverse customers and
clients.

13

Integrating DEI into marketing and customer
service.

14

Practicing responsible and ethical sourcing.
Develop and nurture underrepresented
suppliers.

15
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GDEIB standards provide 5 levels of DEI maturity in organizations. Awards are applicable for top 3 levels
(Level 3, 4, 5 only).

Levels of Awards

Best 
Practice

Progressive

Proactive

Reactive

Inactive

Demonstrating 
current global 
best practices in
DEI; exemplary.

Implementing
DEI systemically,
showing
improved results
and outcomes
beyond what is
required or
expected.

A clear
awareness of the
value of DEI;
starting to
implement DEI
systemically. This
is what is 
required and
expected of all
organizations.

A compliance-
only mindset;
actions are taken
primarily to
comply with
relevant laws and  
social pressures.
Doing the bare
minimum.

No DEI work has
begun; diversity,
equity, and
inclusion are not
part of
organizational
goals.

5
4

3
2

1

2024 Global DEI Benchmarks Awards' Timeline

GDEIB
Assessment
and
Preparation

1 Aug 2023

Early Alert for
GDEIB Awards

Open House
for GDEIB
Awards briefing

Call for GDEIB
Awards
Submission
Opens

Call for GDEIB
Awards
Submission
Closes

13 Sep 20231 Sep 2023 31 Oct 2023

Review by
Jury

Awards
Announcement

30 Dec 2023

1 Jan- 30 Aug
2023

16 Nov - 15 
Dec 2023

Press Release
and Newsletter
by The Centre
for Global
Inclusion USA

2 March 2024

GDEIB Awards GDEIB
Conference

3 - 4 
March 2024

1 - 31
 Jan 2024

Level
Level

Level
Level

Level
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Strong message to
investors/donors that
organization is diverse,
Inclusive and Sustainable.

National publicity through
press release in the
newspaper by HR Metrics.

12 Takeaways for 

01

Global DEI Benchmarks Award Winners

High level of global
validation and recognition
for contributing towards
Sustainable Development
Goals.

02 03 04

Opportunity for speaking
slot in the D&I annual
conference at Karachi.

Complimentary
publication of success
story in Workforce
Tomorrow magazine.

05

Presentation of Global
DEI Benchmarks Awards
by a dignitary during
prestigious ceremony.

06 07 08

Complementary invitation
for online training on
GDEIB assessment.

Access to recorded
sessions to learn GDEIB
standard and success
stories. 

09 10 11 12

Video Recording in front
of media wall for sharing
with industry and
25,000+ social media
followers.

Complimentary seat
for D&I managers for
certification on GDEIB
Standards.

Complimentary invitations
for CEO, CHRO and CDO
for GDEIB Awards.

Discounted fee for
additional participation in
Global DEI Benchmarks
Conference.
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1. Visit the website of The Centre for Global Inclusion USA. Click on following URL to fill GDEIB user form.    

    https://centreforglobalinclusion.org/what-we-do/the-gdeib/user-agreement.html    

2. After clicking SEND on this User Agreement, you will be navigated to another page to download GDEIB standards.

3. GDEIB Award has 15 categories. Choose relevant categories for your submission.

4. Each category has 5 levels of readiness including INACTIVE, REACTIVE, PROACTIVE, PROGRESSIVE, AND BEST PRACTICE Awards 

    are meant for top 3 levels (PROACTIVE, PROGRESSIVE, BEST PRACTICE). 

5. An organization can apply for minimum one category and maximum 15 categories. 

6. To apply for any category, fill the relevant categories in GDEIB award submission form Excel file provided by HR Metrics' team member by

    giving justification for each benchmark for each category and by confirming availability of evidence.

7. DEI activities reported in Award Submissions should be relevant to period covering 1 Jan 2023 to 30 Sep 2023. In case of previous 

    activities, it must be ongoing.

8. To qualify for an award at any level, an organization MUST comply with more than 50% of benchmarks in that level.

9.  Evidence material may include but not limited to extract from policy, procedure, internal/external communication, photograph, media 

     clip, video, published article, case study or third-party testimonial. 

10. Please ensure that evidence material should be sufficient to substantiate proof of applicability of DEI benchmarks in organization. 

11. Ask info@thehrmetrics.com to create a folder on Dropbox. Upload award submission form with evidence on Dropbox folder and 

      seek confirmation.

12. HR Metrics team undertakes to protect confidentiality of all information provided by organizations; However if you wish to sign 

     “Confidentiality Agreement”, please send us your template to sign it.

13. Processing fee of GDEIB Awards 2024 is US 400 $ (PKR 100,000) per category. Processing fee is meant to cover following costs:

13.1 Compensation of team involved in the process;

13.2 Souvenirs for winning organizations;

13.3 Event management and branding;

13.4 Venue/Food and refreshments during awards ceremony;

13.5 Complimentary seats for participating organizations;

13.6 Publication of D&I success stories in the magazine.

  

Please Note: 

1. Awards are decided by independent jury on a merit-based criteria. Payment of processing fee DOES NOT guarantee winning

    the award. 

2. Organizations participating in awards are not eligible to sponsor awards. 

3. Call for submission starts on 1 Sep 2023 and will close on 31 Oct 2023. No extension in timeline whatsoever case may be.

14. Actions by HR Metrics

14.1. Quality Control team at Diversity Hub will review all submissions. 

14.2 In case of any deficiency in submission, concerned organization will be informed to rectify the observation before submission deadline.

Global DEI Benchmarks Awards 2024 Submission Process

Guidelines for Global DEI Benchmarks Awards 2024 
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15. Assessment by Jury

15.1 Jury for GDEIB Awards 2024 will review all submissions.

15.2 Jury's decision will be based on the narrative and evidence provided by organizations.

15.3 Jury will not ask for additional information. Any narrative lacking evidence will not qualify for Award. 

15.4 Jury decision will be final, non-challenging, and binding for all.

16. Announcement and Presentation of Awards

16.1. GDEIB Awards for the year 2023 will be announced on 30 Dec 2023.

16.2 GDEIB Awards will be presented during a ceremony in Karachi on 6 March 2024.

16.3 CEO, CHRO and Diversity Manager of participating organizations will be invited complimentary.

16.4 For any further information, please contact info@thehrmetrics.com.

17. Guidelines for Publishing DEI Stories in Magazine

17.1 HR Metrics issues DEI magazine annually. It features DEI accomplishments of award-winning organizations.

17.2 The magazine is published at the time of awards ceremony,

17.3 This magazine has printed circulation to top 500 companies in Pakistan; digital copy to 1,000+ users globally. 

17.4 Awards participating organizations are allotted 1 page per company. 

17.5 If you wish to publish your organization’s DEI story in this magazine, please provide following content of 400 words along with relevant  

        high-resolution pictures;

17.6 Name of DEI initiative.

17.7 Purpose of the initiative

17.8 Policies/ activities/ processes initiated/undertaken by organization.

17.9 Result/outcome

17.10 High resolution picture of CEO/CHRO/Diversity Manager with exact names and titles.

17.11 31 Oct 2023 is the last date for submission of contents for the magazine.

17.12 Magazine also has space for paid advertisement of companies’ product/services.

17.13 For any further information, please contact diversity@thehrmetrics.com. 

Global DEI Benchmarks Awards 2024 Submission Process
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GDEIB ASSESSMENT GUIDELINES

GDEIB AWARDS ASSESSMENT PROCESS STEPS

 Prepare
 Develop a Plan for Management Approval
 Determine Who to Involve and How to Sort and Organize the Data. 
 Determine Which GDEIB Categories to Assess. 
 Determine the Process. 
 Determine and Collect Additional Data as Part of the Overall D&I Needs Assessment Process. 
 Analyze and Report the Data with Recommendations. 

1.
2.
3.
4.
5.
6.
7.

1- Prepare

Thoughtfully read the entire GDEIB. To access the GDEIB, go to The Centre's website
www.centreforglobalinclusion.org and navigate to Downloads, and then to GDEIB. Return frequently to
review new postings. Collecting accurate information and basing DEI work on an accurate assessment is
crucial to ensuring that the outcome will be credible and useful to the organization. Although the GDEIB is
designed to be used without highly-skilled consultants or expert assistance, if you don’t have experience
designing and conducting a needs assessment, consider asking someone with assessment experience to
coach or assist you. The GDEIB Expert Panelists' biographical summaries and contact information can be
accessed here: https://centreforglobalinclusion.org/2021-expert-panelists/.You may contact any of the
Expert Panelists' independently. 

2 - Develop a Plan for Management Approval

Make decisions on how to address all steps below and, if appropriate, write a plan or proposal for review by
your management. We recommend constructing a plan/proposal in a manner acceptable to, or prescribed
by, your organization in as much detail as expected, including time parameters, responsibilities,
accountability, and projected costs. As you plan, consider your organizational culture and practices,
compliance and regulatory requirements, confidentiality guidelines, and practices and possible disclosure
requirements, the right to privacy, reporting of violations or infractions, and other items that may affect
data collecting and reporting. It may be helpful to consult with your general counsel or legal representative
for advice. Include statements about confidentiality protection, identifying parties who will see all or some
portions of the data, and how the information will be used. Be sure the plan includes clear communication
and adherence to organizational agreements regarding data collection and use. 

1 - Prepare
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You have many options. We recommend the following as the preferred way for your organization to collect
and analyze assessment data: 
5.1. Use a skilled, knowledgeable facilitator. 
5.2. Ask individual participants to complete the Checklists prior to attending the meeting and then refer to the     
       Checklists during the meeting. 
5.3. Form discussion groups of 5 to 7 persons. They may be diverse (including cross-functional) groups or a    
       group similar in diversity dimensions (such as age or gender identity), location, position level or other 
       similarity. 
5.4. Encourage individuals to discuss their ratings in each Category and share examples that describe how    
       the organization is accomplishing a benchmark. Ask them to gain consensus on their rating on each 
       Category. It may be challenging for some groups to reach consensus. First remind the group that 
       consensus does not entail total agreement. However, if there is significant disagreement, that will need 
       to be addressed before proceeding with action steps. The consensus agreed to by the group could be 
       stated as a single number or a range. 
5.5. Collect the consensus ratings from each small group, along with examples. 
5.6. Facilitate a large group conversation to reach group consensus across all the smaller groups. 

STEPS TO FOLLOW3 - Determine Who to Involve and How to Sort and Organize the Data
 

For some of these decisions, there will be a cost factor. The more groups you engage, the more time and
cost is involved, but you will potentially obtain more comprehensive data. Some organizations choose to
involve employees at every position level; other organizations will be more selective. Some choose to
collect and analyze the data by identity or other types of groups. For example, you may want to separate
various organizational departments or position levels, regions or locations, or separate groups by gender,
age, ethnicity, and so forth. However, avoid groups that are too small because individuals may be easily
identified, causing confidentiality agreements to potentially be violated. Identify participants with
disabilities who may be participating in the process and make accommodation for them, if needed. 

4 - Determine Which GDEIB Categories to Assess
 
 Consider completing all 15 GDEIB Category Checklists because the GDEIB is comprehensive and

functions as a system. However, it may not be practical for your organization to ask participants to
complete all the Checklists. For example, you may not have a Sustainability program (Category 11) or a
Responsible Sourcing Program (Category 15) and you may want to exclude those. For some larger or more
structurally complex organizations, some Categories may be more effectively applied at an enterprise or
headquarters level rather than regional or local level. You will need to make those decisions prior to
conducting the assessment. 

5 - Determine the Process
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STEPS TO FOLLOW6 - Determine and Collect Additional Data as Part of the Overall D&I
Needs Assessment Process 

Consider using the following additional data gathering methods: 
6.1. Individual interviews of selected leaders 
6.2. Focus Groups 
6.3. Employee Opinion Survey results 
6.4. Supervisor and/or Manager Opinion Survey results 
6.5. Other data that relates to the organization, such as retention and turnover, sales data, advertising  
 results, grievances, and social media comments. 
 

7 - Analyze and Report the Data with Recommendations 
 
 Consider convening a diverse team to analyze the data and make recommendations. When a diverse

team is used (including diversity dimension, organizational unit/function, location, position level and
others), it is usually more likely that the recommendations will be relevant, accepted and implemented.
Implementing this step and communicating before you collect the data is recommended, so you can align
expectations with your objectives from the beginning. 

Assessment is not a perfect science. No assessment tool will be perfectly accurate because achieving
pure objectivity is not possible. Although there is not a lot to be gained by discussing whether a rating
should be 3.4 or 3.2, a difference between 4.0 and 2.5 does merit further discussion and analysis. Our
recommendation: use the scores to facilitate conversation with examples and to focus on a plan to
improve what you do. 

The GDEIB can be customized and some portions of it may be changed, but customization must be
approved. The authors—Nene Molefi, Julie O’Mara, and Alan Richter who solely own the rights and hold
the copyright—will determine the degree of changes that can be made before changes become too
significant beyond the intention and integrity behind the Expert Panellists’ opinions and
recommendations. 

 8 - GDEIB Assessment Checklists Leader Guide 
 
 
 

GDEIB ASSESSMENT GUIDELINES
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Sima Kamil Dr. Shamshad Akhtar

Former Governor
State Bank of Pakistan

Deputy Governor 
State Bank of Pakistan

Commissioner 
Securities & Exchange 

Commission of Pakistan (SECP)

Former CEO
 Engro Corporation 

Sadia Khan Zaffar A. Khan

20212021
GLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDS  

GUESTS OF HONOUR

2021 AWARD WINNERS
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Sima Kamil
Deputy Governor SBP

 

Zaffar A. Khan
Former CEO Engro Corp

 

Dr. Shamshad Akhtar
Former Governor SBP

 

Sadia Khan
Commissioner, SECP

 

Zahid Ali Mubarik
CEO HR Metrics

PPAF METRO Pakistan Engro Fertilizers

Faysal Bank First MicroFinance Bank U Microfinance Bank Bank Alfalah

Allied Bank HBL JS Bank Pakistan Tobacco Company

Engro Energy Limited Nestlé Pakistan Abacus Khaadi

2021 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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PTCL

KFC PakistanPhilip Morris Pakistan Ltd.Hashoo FoundationAGP Limited

Engro Polymer & Chemicals HRSG ICI Pakistan Limited

Telenor Pakistan The Millennium Education TMUC

Guests of Honor HR Metrics Team

Aga Khan University
 

Standard Chartered
 

TAF Foundation

2021 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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Pakistan Petroleum Limited

1
2

3

Dr. Shamshad Akhtar

Former Governor
State Bank of Pakistan

US Consul General
Karachi

Robert Silberstein

20202020
GLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDS  

GUESTS OF HONOUR

2020 AWARD WINNERS
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Zahid Ali Mubarik
CEO HR Metrics

Robert Silberstein
US Consul General

Dr. Shamshad Akhtar
Former Governer SBP

Zaffar A. Khan
Former CEO Engro

Usman Zahur
CEO PTC

Shazad Dada
President SCBPL

Qazi Azmat Isa
Chief Executive PPAF

Fatima Asad-Said
MD Abacus

Amir Ramzan
CEO British Council Pakistan

Nusrat Munshi
CEO AGP Limited

Nadeem Ahmed
GM Engro Fertilizers

Farwa Hasnain
Director HR Karandaaz Pakistan

Faisal Farooq
CHRO Khaadi

Fathema Zuberi
HR Director Unilever

Rahat Hussain
Manager PR Nestle' Mueen Afzal

Head HR KASHF Foundation

Raza Pirbhai
CEO KFC (Pakistan)

Nausheen Fatima
Regional Director Sales Telenor

Afzal Siddiqi
GM HR PPL

Asad Ali
 Head HR HabibMetro Bank

 

Saira Halai
GM HR HBL

Amir Khan
CEO FMFB

Jamal H. Shirazi
FM South PepsiCo

Bushra Mazhar
Unit Head-Talent & OD Bank Alfalah
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2020 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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Robert Silberstein &
Zaffar Khan 

Carol J. Ariano
CHRO Aga Khan University

Zeshan Taj
VP HR Engro Energy Limited

Zaffar Khan, Zahid Mubarik
& Shazad Dada

GDIB Awards' Winners

GDIB Conference Photo

2020 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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Federal Ombudsperson for
 Protection Against Harassment

GUEST OF HONOUR

Kashmala Tariq

2019 GDIB Conference

20192019
GLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDS  

2019 AWARD WINNERS
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PPAF
Zahid Ali Mubarik

CEO HR Metrics
Kashmala Tariq

Federal Ombudsperson for
 Protection Against Harassment

Standard Chartered Bank

Mentor Graphics Aga Khan University SECMC PTCL

OGDCL Bank Alfalah JW Forland

2019 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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Former Provincial Minister
 & Senator Member 

National Commission for 
Human Development

 

GUEST OF HONOUR

Roshan Khursheed Bharucha

2018 GDIB Conference

1
2

3

20182018
GLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDSGLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDS  

2018 AWARD WINNERS
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Zahid Ali Mubarik
CEO HR Metrics

Roshan Khursheed Bharucha 
Former Provincial Minister & Senator 

Member National Commission for
Human Development

 

Nestlé Pakistan

PPAF Abacus Aga Khan University PepsiCo

Standard Chartered Bank

HBL

FINCA British Council Telenor Thar Foundation

2018 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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Member of the National
Assembly of Pakistan

GUEST OF HONOUR

Marvi Memon

2017 GDIB Conference

1

2

3

20172017
GLOBAL DIVERSITY & INCLUSION BENCHMARKSGLOBAL DIVERSITY & INCLUSION BENCHMARKS AWARDSAWARDS  

2017 AWARD WINNERS
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Zahid Ali Mubarik
CEO HR Metrics

Marvi Memon 
Member of the National

Assembly of Pakistan
Telenor

Jazz FINCA Bank Alfalah PPAF

Fatima Group K-Electric

Dr. Ishrat Husain H.I., N.I. 
Former Governor

The State Bank of Pakistan

2017 Global Diversity & Inclusion Benchmarks
Awards' Winners 
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 ANNUAL GLOBAL DIVERSITY, EQUITY & INCLUSION BENCHMARKS

AWARD WINNER'S SUCCESS STORIES
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GLOBAL DEI TRAINING PROGRAM

AN ESSENTIAL QUALIFICATION FOR SENIOR DEI JOBS

DIVERSITY, EQUITY AND INCLUSION
W H Y

On 25 September, 2015, all of 193 members countries of the

United Nations adopted the "2030 Agenda" a plan of Action

for People, Planet, Prosperity, Peace, and Partnership" for

Sustainable Development Goals (SDGs). 

6 out of 17 SDGs focus on D&I through effective, accountable

and inclusive institutions. Organizations today are dedicated to

serving all stakeholders, including customers, employees,

suppliers, regulators, shareholders and society at large. Future-

focused organizations want to ensure long-term sustainability

of our world and the people in our world.

According to McKinsey & Company 2018 research, companies

in the top-quartile for gender diversity on executive teams

were 21% more likely to outperform on profitability and 27%

more likely to have superior value creation. Companies in the

top-quartile for ethnic/ cultural diversity on executive teams

were 33% more likely to have industry-leading profitability.

This correlation shows a clear business case for diversity &

inclusion in organizational performance context. Organizations

today are dedicated to serving all stakeholders, including

customers, employees, suppliers, regulators, shareholders and

society at large. Stakeholders are becoming more globally

diverse and networked, as organizations are increasingly

mobile in their teams, supply chains, shared services,

operational processes and outsourcing.

FEATURES
P R O G R A M

This is a virtual program containing 15 modules, being offered in hybrid

learning model.

Program fee is US $ 500 per participant. HR Metrics alumni or GDEIB

Award-winning organizations are eligible for 20% discount.

Participant will be given access to 15 recorded video sessions of Global

DEI Training Program to view them in 3 months' time. 

There will be an optional online exam containing 30 MCQs to be

attempted in 60 minutes. Examination date will be informed upon

registration.

Those appearing in the exam and obtaining 70% and above will be

awarded a Certificate of Accomplishment.

Those not appearing or passing the exam will be awarded with Certificate

of Participation. 

The videos will be for your personal use only and may not be shared with

anyone.

The access to learning material will be valid for 3 months from date of

activation.
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EARLY BIRD FEE

REGULAR FEE

Practitioner Consultant

Coach Assessor

LEAD AUDITOR/CONSULTANT/
PRACTITIONER ISO-30414: GUIDELINES

FOR INTERNAL AND EXTERNAL
HUMAN CAPITAL REPORTING 

Using Human Capital Analytics to
Drive Organizational Sustainability

WHY HUMAN CAPITAL
DATA ANALYTICS

Global economy is transforming from physical

to intellectual capital. According to Ocean

Tomo Intellectual Capital Equity USA, In 500

Fortune Companies, 90% of value creation in

S&P 500 firms is attributed to intangible

assets.

With the emergence of Environmental, Social,

and Governance (ESG) framework, human

capital has become important for investment

analysis, both from social and financial impact

perspective. Human capital is now a key

consideration for most companies around the

world. It is recognized as one of the most

important drivers of competitiveness, value

creation, and sustainable competitive

advantage. Worldwide investors are engaging

with companies to improve the workforce risk

disclosure to cope with rapid environmental

and technological change.

Training Timings
& Dates

Dates & Timing: 8 - 19 May 2023 (6-8 PM Pakistan Time UTC
+5.00)
Duration: Total 16 hours online training, 8 sessions of 2 hours
each.

Learning Pack

Soft Copy of ISO 30414: 2018 (HR Metrics will purchase and
provide)
Soft copy of Training Manual
Problem-based metrics exercises

Exam Structure

Proficiency test: 30%
Case study-based audit proposal and audit report: 40%
Judgment test: 30%
Pass marks for both certifications’ exams are 70%. Those not
willing/not able to pass the exam get “Certificate of Participation”.

FEE STRUCTURE

(Till 28 Feb 2023)

(Till 31 Mar 2023)

US $

1200

US $

1500
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REGULAR
COURSE FEE

Spring 2023 Course: 11 March - 24 June

Total 16 Sessions, each containing 3 hours of learning.
Every Sat from 10 am to 1 pm (Pakistan Time UTC +5.00)

Total Learning Hours:

Access to SHRM Learning Management System
2023
Digital books, Tuition Classes by qualified
instructor
Certificate of Participation
Mock practices on retired exam questions

45

The SHRM Body of Applied Skills and
Knowledge™ (SHRM BASK™) is the basis
for the SHRM credentials. The SHRM
BASK describes the behavioral
competencies and knowledge HR
professionals need for effective job
performance. SHRM’s dual approach to
understanding HR success is supported
by empirical research and accredited by
the Buros Center for Testing.

ABOUT THE SHRM-CP AND SHRM-SCP CREDENTIALS 

Want to
learn more 
about what
we offer?

2023
SPRING
SESSION

Learning Package include:

Of SHRM-certified
professionals who
were promoted,
63% report that
their credential was
a key factor.

EARLY BIRD
EXAM FEE

REGULAR
EXAM FEE

SHRM MEMBER NON MEMBER

US $

US $

335

435

US $
410

US $
510

US $
1750

US $
1850

Exam is conducted in 8,000 Prometrics Testing Centers 
 around the world including Karachi, Lahore and Islamabad.

Who Should Enroll in This Course?
 Individuals who perform HR duties and wish to
verify, validate, enhance and/or expand their HR
capabilities are likely candidates for SHRM-CP or
SHRM-SCP certification. SHRM membership is not
required for eligibility and individuals need not be
employed at the time they apply.

SHRM certification gives you the opportunity to demonstrate mastery of
the core competencies needed for success in today’s business environment.

YOUR JOURNEY THROUGH 

SHRM CERTIFICATION

DETERMINE YOUR CREDENTIAL

Eligibility for SHRM-CP and SHRM-

SCP is based on a combination of

education and HR-related work

experience. Neither an HR title nor

SHRM membership is required.

PREPARE FROM HOME 

The SHRM Learning System is the leading resource to

prepare for the SHRM-CP or SHRM-SCP exam. HR

professionals who use it consistently beat the

average pass rate on the exam. 

SHRM CERTIFIED

PROFESSIONAL (SHRM-CP)

SHRM SENIOR CERTIFIED

PROFESSIONAL (SHRM-SCP)

HR professionals who implement

policies and strategies, serve as point

of contact for staff and stakeholders,

deliver HR services, and perform

operational HR functions, should take

the SHRM-CP exam.

HR professionals who develop strategies, lead the HR

function, foster influence in the community, analyze

performance metrics, and align HR strategies to

organizational goals, should take the SHRM-SCP

exam.

Why earn the SHRM-CP/
SHRM-SCP credential?
Prove you’re a capable strategic thinker.
Being certified indicates that you can deliver
innovative and measurable business results. 

INCREASE
YOUR EARNING

POTENTIAL

HR professionals who
pass the SHRM

certification exam
report earning salaries

14% to 15% higher than
peers who do not. 

Gain readiness for
any path your HR
career takes.

Certified
professionals
report a greater
understanding of
necessary skills.

Demonstrate your
HR expertise.

Among examinees,
the top reason for
pursuing SHRM
certification was to
enhance their
credibility as HR
professionals.

GET PROMOTED*

*Based on SHRM Study of HR
Careers (sample of more than 1,000
HR professionals from 2015-17)

JOIN
125,000+

SHRM-Certified
Professionals

Fall Course: 7 October 2023 - 13 January 2024
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Manager of Global
Partner Programs

Sadia Shah, a highly accomplished chemical engineer, has recently garnered recognition for her remarkable
academic achievements and professional prowess. A proud alumnus of the esteemed University of Engineering
and Technology Peshawar, Sadia has honed her skills and expertise in the field of chemical engineering. With a
solid 1.5 years of experience as a Production Engineer at Bestway Cement Limited, Kallar Kahar Plant, Sadia has
proven her mettle in the industry. Her journey to success continued as she joined HR Metrics and rapidly climbed
the corporate ladder, currently serving as the Manager of Global Partner Programs. Her exceptional leadership
skills and innovative approach have won her accolades from her peers and superiors alike. In a demonstration of
her international standing, Sadia was selected as a delegate from Pakistan to attend the prestigious Global SHRM
Conference held at Atlantis The Palm, UAE in 2022. 

Aimen is currently serving as a Marketing & Engagement Specialist at HR Metrics. She is a business graduate
from National Defense University, Islamabad. She is also a hardworking Human Resource Business Partner who
knows what it takes to close the deal. Through her  1 year of professional experience, her personability and quick
thinking make it easy for her to keep the business goals on track and focused on making them meet. Beyond that,
her social skills make it possible for her to forge long-term relationships with clients.  She has a proven record in
managing product launches that increase brand awareness and sales. She personally recruited and trained  4
Industry Liaison Officers, improving overall sales targets by 24%, and directed the launch of new directories, and
magazines.

Areeba Ahmed, currently, is Diversity, Equity & Inclusion Specialist at HR Metrics. 
In her current role, Areeba is leading the DEI portfolio of the organization and has 7 years of versatile experience
in the field of Human Resources of multiple sectors like FMCG, Engineering, Pharma, Automotive, Digital Media
and Services Consultancies. Areeba Ahmed is an International Relations Graduate from the University of Karachi
and a Post Graduate in Human Resources Management from the International Business Management Institute -
Berlin, Germany. Areeba is Certified Diversity, Equity and Inclusion Practioner from HR Metrics.

Sana is a designer at HR Metrics. She has completed her Bachelor's Degree in Computer Arts (BCA) from Fatima
Jinnah Women University, Rawalpindi. Highly skilled with programs such as Adobe Illustrator, Adobe Photoshop
and Canva. Her aim is to learn and grow, and her working experience has helped to develop her imaginative
power and creativity. She has designed two editions of HR Magazine "Workforce Tomorrow" and Women
Leaders for Board Directory.

Rida is currently working as Group Head Engagement & Operations at HR Metrics. She holds a Bachelor's Degree
in Human Resource Management from Royal Holloway, University of London.
Rida has been with the company right from the onset, and during her tenure, she has led different portfolios
within the organization including SHRM Certification, HR Analytics, and Diversity & Inclusion, and her role
remains pivotal to the growth of this company. Rida has also remained a key contributor in the past 14 editions of
HR Magazine "Workforce Tomorrow", and is glad to bring you another one. Hope it is a good read!
Besides her professional interests, still-life painting is her favourite pastime and enjoys experimenting with
various mediums.
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Zahid Mubarik is an internationally acclaimed thinker, writer, speaker, thought leader and influencer

on strategic human capital data analytics. He became founding member of ISO Geneva Technical

Committee 260 for developing HR Global Standards in 2011. Zahid contributed towards HR

standards development during meetings at Washington, London, Melbourne, Rotterdam, Paris,

Singapore, Bali and Milan. 

He has the honor of being distinguished speaker in international conferences/seminars/trainings on

HR Data Analytics, at Las Vegas, Beijing, Moscow, Baku, Hanoi, Dubai, Abu Dhabi, Madrid,

Vancouver and Tokyo. His analytical papers and expert talks have been featured by international

media including Microfinance Gateway World Bank Washington, CNBC, Dawn, Business Recorder,

Business Plus TV and Gulf Economist.

Zahid served as Global Convener of ISO Working Group on HR Metrics Standards. During his

leadership, ISO published two global HR standards including ISO 30410: Impact of Hire and ISO

30411: Quality of Hire. He also served as member of Working Group developing ISO 30414:

Guidelines for Internal and External Human Capital Reporting. 

Zahid is SHRM Partner and President SHRM Forum Pakistan. He introduced competency-based

global HR certification in Pakistan, coached more than 200 people acquiring SHRM global HR

Certification to help organizations in transforming to competency-based HR system. 

Zahid is Board Director at The Centre for Global Inclusion USA. He introduced Global Diversity,

Equity & Inclusion Benchmarks Standards in Pakistan and facilitated 50 large multinational and

national corporations in implementing Global DEI Benchmarks Standards at workplace. 

Zahid is a member of Pakistan Stock Exchange and Pakistan Institute of Corporate Governance

selected Task Force on ESG Disclosure. He has a knack in using Human Capital Analytics to

transform organization on (S-Social) in ESG context. Zahid is the Chief Editor of periodic HR

Magazine Workforce Tomorrow.
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