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We are pleased to share the initial report of the analysis and findings of
the 2023 Workplace Equity Survey from the Coalition for Diversity and
Inclusion in Scholarly Communications (C4DISC).

Efforts to advance diversity, equity, and inclusion (DEI) and drive cultural
change began to coalesce in scholarly communications over the last
decade. The establishment of the Coalition for Diversity and Inclusion
in Scholarly Communications (C4DISC) in 2017 was an important early
step, providing a forum to discuss and address these pressing issues
among a wide array of global voices and organizations. Another key
milestone was the landmark Workplace Equity Survey (WE Survey),
which sought to benchmark the state of workplace equity in the global
scholarly publishing landscape in 2018. Read Evaluating Equity in
Scholarly Publishing with the full 2018 survey findings, published in
Learned Publishing (Volume33, Issue 4, DOI: 10.1002/leap.1301) and
data and files are available via OPEN ICPSR.

Findings from the 2018 WE Survey showed that the workforce was not
demographically representative of the wider population, and that the
leadership structure did not reflect the demographic breakdown of its
own workforce. Qutcomes in career progression and compensation
diverged significantly based on a respondent’s age, ethnicity, gender,
and geographical location. Respondents with characteristics more
reflective of the leadership profile tended to report that they were fairly
compensated, had fair opportunities for career progression, and that they
were recognized by senior leadership.

The summer of 2020 brought the structural inequities in the U.S. and
around the world into stark relief, triggering public commitments from
organizations worldwide to root out systemic racism and discrimination.
How did those good intentions take shape in the scholarly communications
industry and how did they evolve? Did real change, as measured through
workplace experiences and perceptions, result from the pandemic’s
workplace disruptions and/or public reckoning about social justice?
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The following four themes
emerged from the Workplace
Equity Survey in 2023:

1

Employee satisfaction and recognition
of employer commitments to diversity
have increased since 2018.

2

Not everyone experienced tangible improvements
in workplace culture and workplace equity efforts.

3

Key focus areas for improving equity include
mentorship and networking opportunities,
promotion structures and processes, and supporting
employees who return from career breaks.

4

The future of workplace equity
requires organizational and personal
accountability.
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The Workforce

Where do respondents live?

‘ Europe
North America
‘ Asia

Africa

South America Oceania

Note: The sample size is 1,508. 14% of respondents (247 responents) did not select a country of residence.

Where were respondents born?

o ©

Europe

North America
‘ )

Africa
South America Oceania

Note: The sample size is 1,475. 14% of respondents (280 responents| did not select a birth location.




FROM THE 2018 BASELINE
TO THE 2023 PERSPECTIVE

In the summer of 2023, C4DISC conducted a second iteration of the
WE Survey to evaluate changes since 2018 and assess how members
of the workforce perceive progress towards improving equity and
belonging in the workplace. In five years, organizational participation

in C4DISC has expanded, demonstrating the industry’s continuing
commitment to equity. Many companies launched or expanded their
DEIA initiatives during the same period. To build momentum for action,
recommendations and resources for individuals and organizations are
presented with our findings.

The recent survey ran from May 29 to July 17, 2023, received 1,755
responses across 6 continents, with an average of 1,513 responses to
the demographic questions (see the Appendix for additional information
about the sample).

As in 2018, the 2023 WE Survey relied on close collaboration across
the scholarly publishing industry to review the survey instrument and
to reach participants throughout the world. Leading global and regional
industry organizations helped promote and distribute the survey via
social media, email, and websites.

Results include data from only those individuals who agreed to
participate. The demographic breakdown of the sample is descriptive
of this self-selected sample only and not representative of the industry
as a whole. The results present global lived experiences across the
industry that point to key successes and several areas of improvement
for organizations concerning workplace equity.

The 2023 report analyzed a wider sample than the 2018 report, with a
broader international representation.
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Key Demographics

Disability and neurodiversity

We heurd from Not disabled or 712° _

1.755 voi neurodivergent
) VOICES Neurodivergent 11% [l
across b

continents. Disabled 8% i

Disabled and °
neurodivergent 4’k I

Note: The sample size is 1,518. 5% of respondents selected
‘prefer not to answer.’

Gender identity and sexual orientation

Women 727, 227, LGBTQ+

Men 21 0 69%
Not LGBTQ+
Non-binary or 47 | @
gender diverse 9% Prefer not
to answer

Note: The sample size is 1,526. 27 of respondents
selected ‘prefer not to answer.’

Race and ethnicity

& 4, <% a7 1% 37,

Asian Black Indigenous Latine Pacific Multiracial White
Islander

Note: The sample size is 1,496. 4% of respondents selected ‘prefer not to answer.’
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KEY DEMOGRAPHICS

Age
16-24yearsold 2% |
267 N
31%
21 1
15% |
3%

Note: The sample size is 1,522. 2% of respondents (31)
selected ‘prefer not to answer.’

25-34 years old
35-44 years old
45-54 years old
55-64 years old
65+ years old

Caring responsibility

1%
Carers

24’
Parents 69%

Not parents
or carers

Note: The sample size is 1,515. 2% of respondents
selected ‘prefer not to answer.’

Education

I
27, 387%

earned a Bachelor’'s
degree or equivalent

earned less than a
Bachelor’s degree
or equivalent

387% 207

earned a Doctorate
or advanced degree

earned a Master’s
degree or equivalent

Note: The sample size is 1,520. 0.5% of respondents (7] selected "prefer not to answer.” ‘Less than a Bachelor's
degree or equivalent’ included less than high school or secondary school; upper secondary, high school or
equivalent; and apprenticeship, vocational qualification or Associate’s degree.

Religious and cultural identity

327

Christian 23% Religious group

Hindu 47,
3%
1%

17°_J

Jewish

Buddhist
Muslim

?

247,
Agnostic

23%
Atheist

8%
Spiritual, but
not religious

"

Note: The sample size is 1,472. 5% of respondents [78] selected ‘prefer not to answer.’

13%

All remaining
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KEY THEMES

Four key themes emerged from the 2023 dataset. Below we share
these themes, highlighting examples and substantial differences

across identity groups. We compare results to the 2018 survey when
discussing substantial differences. We define a substantial difference as
5 percentage points.

Employee satisfaction and recognition of
employer commitments to diversity have
increased since 2018

On average, respondents in 2023 were satisfied with their work/life balance, current
position, and mentorship experiences. More employers across the industry are striving
for equitable representation in their staff.

Perceptions of work/life balance remain positive. In 2023, 78 percent
of respondents reported that they find it extremely, very, or somewhat
easy to achieve a work/life balance, an increase of 2 percentage points
compared to 2018. Likely in response to the COVID-19 pandemic,
flexible working arrangements are now offered by 91 percent of
respondents’ employers compared to 54 percent of 2018 respondents’
employers, which may contribute to perceptions of work/life balance.

“The pandemic brought us flexible work hours which
everyone appreciates.”
—WOMAN WITH A MID-LEVEL ROLE AT AN ACADEMIC INSTITUTION OR LIBRARY

“Working at home makes for the best work/life balance.
Having a four-day work week instead of a five-day (with
reduced hours accordingly with no change in pay) would
make for even better work/life balance. There’s no need
in publishing these days to work 40+ hours/week in a
communal office building. There’s just not, and anyone
else who tells you differently needs to work on their time
management skills.”

—WOMAN WITH AN INTERMEDIATE LEVEL ROLE AT A PUBLISHER

2023 EXECUTIVE SUMMARY | 8



KEY THEMES | coMMUNICATING VALUES

Many respondents (78 percent) are satisfied with their current
position, and satisfaction tends to increase as people progress in
their career. While 68 percent of respondents in entry-level positions
rated their satisfaction highly, 89 percent of respondents in senior or
executive-level roles did so." A higher proportion of respondents working
in non-profit institutions or consulting services rated their satisfaction
highly (86 percent and 85 percent, respectively) than respondents who
work at publishers, academic institutions, or technology/analytics (79
percent, 76 percent, and 65 percent, respectively).

As in 2018, the majority of people (65 percent) report that they
contribute to discussions without hesitation, and this does not
vary substantially across the majority of identity groups. The only
substantial difference was found within age groups, as 45 percent of
respondents ages 16 to 24 reported contributing without hesitation.

Many people continue to benefit from formal and informal
mentorship. About half (46 percent) of respondents reported having a
mentor at some point in their career. Of those who have had a mentor,
the majority (86 percent) reported some measurable impact on their
professional growth.

Since 2018, more organizations have communicated their values
about diversity. In 2018, 60 percent of survey respondents reported that
their organizations have stated values about diversity, and this figure has
risen to 89 percent in 2023.

Alongside these valuable improvements to work environments, data
also reveals that the experience of workplace culture differs based on
demographic group, as illustrated in the subsequent theme.

' Respondents were asked to rate their job satisfaction on a scale of 1 to 10, with 10 being
completely satisfied. Respondents who selected 6 to 10 were coded as ‘satisfied’ in the analysis.
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The Workplace

What type of business do respondents work in?

@)

(@)

61% 14°%
Publisher

Non-profit organization
or association

° 58]
& | e 4
127, 6%
Academic institution
or library

Publishing services

Note: The sample size is 1,511. Remaining respondents worked in the following types of business:
technology/analytics [2%), consulting (2%), industry organization or trade association [1%), and other types (2%).

How large is their organization?

1 <1%|
2t010 5% ||
11to 100 297 1IN

101 to 500 237 B
500t02,000 12% [

2,001t010,000 21% [
10,000+ (VA |

Note: The sample size is 1,486.

How do respondents work?

c 2° temporary
1% retired or
5% part-time

unemployed
Note: The sample size is 1,523. Respondents could
select more than one response.

3% other

What do respondents do for work?
Editorial °
ol e 297,
(v |
Marketing 9% B
Acquisitions I¥A |
Seni 0
meunr:ggement S I
397 N

Note: The sample size is 1,452. See the Appendix for the
complete list of areas.

Production

Another area

How long have respondents worked in
the industry?

22 25%

20%
.

297,

Lessthan 1to5 6to10 Tto20 21+
1year years years years years

Note: The sample size is 1,498.
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KEY THEMES

Not everyone experiences tangible
improvements in workplace culture and
workplace equity efforts

While 89 percent of respondents reported in 2023 that their employer has stated its
values about diversity (increase of 29 percentage points compared to 2018), not all
employees experience inclusive or supportive work environments.

Respondents in some historically marginalized groups were twice
as likely than other respondents to disagree that their employer
is committed to advancing inclusion and equity. About one third

of disabled and neurodivergent, Black, and non-binary respondent
groups disagreed that their employers are committed to creating an
inclusive, equitable workplace (35 percent, 29 percent, and 35 percent,
respectively). This is especially striking when compared to responses
of respective non-marginalized groups, who tend to disagree in
smaller numbers (15 percent of non-disabled and non-neurodivergent
respondents, 15 percent of White respondents, 17 percent of men, 16
percent of women). In comments, respondents highlighted that they hear
about equity in their organization but do not see enough action.

“I find that there is a lot of talk of diversity and inclusivity, but it is
still left to individuals to really push if they need assistance and to
carve out a space for themselves, and things are not accessible
by default. There continues to be a lack of understanding (or
willingness to understand, in some cases) and the onus is put
onto the disabled person/people to make enough noise for
change to occur...”

—DISABLED AND NEURODIVERGENT RESPONDENT

“Work has a strong outward-facing commitment about DEI, but in
practice I don’t see much meaningful change. There are many
ERGs (run by volunteer employees) which are not supported
enough and instead their results are used for the business’s gain.”
— ASIAN WOMAN
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KEY THEMES | CREATING RESPECTFUL, SUPPORTIVE
WORKPLACES

Respondent groups who disagree about their employer’s
commitment to inclusion and equity might feel this way in part
because they tend to experience a less respectful and supportive
working environment than other respondent groups. Across all
respondents, 84 percent agree that they feel respected and valued in their
workplace. Many respondents who are part of historically marginalized
populations, though, do not experience similarly inclusive workplace
environments. Neurodivergent (81 percent), disabled (78 percent),
non-binary or gender diverse (78 percent), multiracial (77 percent),
and/or Black (68 percent) respondents had substantially lower rates of
agreement compared to the average respondent (FIGURE 1). When asked
about working in a supportive environment, 81 percent of all respondents
agreed that their workplace culture is supportive. Those who agreed in
substantially lower rates identified as disabled (76 percent), multiracial
(74 percent), non-binary or gender diverse (72 percent), neurodivergent
(71 percent), and/or Black (63 percent; SEE FIGURE 1).

“There is a lot of talk about diversity, but when it comes to
inclusion this requires action and these actions are not taken.”
— NON-BINARY OR GENDER DIVERSE RESPONDENT
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KEY THEMES

FIGURE 1 | Respondents from historically marginalized groups tended
to experience less positive workplace culture compared to the average

across respondents.

Percent of respondents who strongly agree or agree with each statement

'l believe the culture in my workplace is supportive.'
81% Allrespondents (n=1682)
71% Neurodivergent (n = 160)

76% Disabled (n = 127)

'l believe the culture in my workplace is supportive.'

Latine (n =63)

White (n = 1078)

w0161
ack =65
'l believe the culture in my workplace is supportive.'
Non—binary(r(:rzg:;)derdiverse

\_

'l feel respected and valued at my workplace.'

84%

81%

78%

‘I feel respected and valued at my workplace.'

90%

87%

83%

77%

‘ .
8
5

68%

'l feel respected and valued at my workplace.'

86%

85%

84%

78%

\.

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.
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KEY THEMES | IMPROVING EQUITY AND OPPORTUNITY

Although respondents’ perceptions of equitable opportunity for
promotion are more favorable than in 2018, biases persist. As in
2018, substantially higher proportions of men (62 percent) than women
(50 percent) reported that they believe people of all genders have the
same opportunities for promotion (compared to 55 percent of men and
37 percent of women in 2018). However, only 26 percent of non-binary
respondents shared those beliefs in the 2023 survey (FIGURE 2).

7

FIGURE 2 | Perceptions of equal promotion opportunities vary by gender
identity, suggesting that inequities persist.

Percent of respondents who strongly agree or agree with the statement

“There are equal promotion opportunities for people of all genders.”

Men (n=317)

Women (n=1099)

Non-binary or gender 26%

diverse (n =58)

~\

62%

50%

J

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.

Respondents who identified as asexual (54 percent), bisexual (61 percent),
pansexual (50 percent), and/or queer (34 percent) agreed at lower rates
than heterosexual respondents (63 percent) that people of all sexual
orientations have the same opportunities for promotion (FIGURE 3).
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FIGURE 3 | Perceptions of equal promotion opportunities vary by sexual
orientation, suggesting that inequities persist.

Percent of respondents who strongly agree or agree with the statement
“There are equal promotion opportunities for people of all sexual orientations.”

Gay or lesbian (n = 86) 67%
Heterosexual (n =1034) 63%
Bisexual (n = 159) 61%
Asexual (n =41) 54%

Pansexual (n =41) 50%

Queer (n=104) 34%
\_ J

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.

Black respondents had the lowest rate of agreement (17 percent) with
the notion that people of all ethnicities have equal opportunities for
promotion compared to the remaining racial/ethnic groups, followed by
White (39 percent), Latine (41 percent), multiracial (45 percent), and
Asian respondents (46 percent, FIGURE 4).?

( )
FIGURE 4 | Perceptions of equal promotion opportunities vary by racial and
ethnicity groups, suggesting that inequities persist.

Percent of respondents who strongly agree or agree with the statement

“There are equal promotion opportunities for people of all ethnicities.”

psian (n= 180
Multiracial (n = 40)
Latine (n-60)
whits (0= 1079
Black (n = 65)
\_ J

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.

2 The majority of respondents were located in the United States of America and Europe, thus most respondents who identify as people of color were
in the minority racial/ethnic group in their country of residence. See Table A5 for a summary of race/ethnicity groups by respondents’ location.
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KEY THEMES

The older respondents were, the more likely they were to disagree that
people of all ages have equal opportunities for promotion (59 percent of
the 65+ group, 56 percent of the 55-64 group, 52 percent of the 45-54
group, 46 percent of the 25-34 group, FIGURE 5). In 2018, 52 percent of
respondents disagreed that people of all ages have equal opportunities
in the workplace, and involuntary career breaks were reported to be
significantly higher in the 51-65 age group than the lower two age groups,
and the 20-35 category did not report any involuntary career breaks.

\
FIGURE 5 | Perceptions of equal promotion opportunities vary by
demographic groups, suggesting that inequities persist.
Percent of respondents who strongly agree or agree with the statement
“There are equal promotion opportunities for people of all ages.”
M Disagree or strongly disagree B Agree or strongly agree | do not know
J

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.
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KEY THEMES

Key focus areas for improving equity include
mentorship and networking opportunities,
promotion structures and processes, and
supporting employees who return from
career breaks

Inequities persist across the career lifecycle, and action is needed to remove barriers
to career progression, to build equitable structures, and to honor diversity.

Similar to 2018, colleagues across the industry value development
and training opportunities. Many respondents (78 percent) reported
that they had taken part in professional development opportunities.
Skills training (73 percent) and DEI training (67 percent) were the most
common types of opportunities respondents participated in, followed by
personal development (49 percent), certification programs (23 percent),
and degree programs (13 percent). The majority of respondents across
each geographical region engaged in development and

training opportunities.
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KEY THEMES

ACCESS TO MENTORSHIP

Formal and informal mentorship has a measurable impact on careers,
but mentorship opportunity gaps persist by age group. About half (46
percent) of 1,596 respondents reported having a mentor at some point

in time, and 86 percent of them reported that the mentorship experience
had a measurable impact on their professional growth. Respondents who
have or had a mentor tended to be younger: as the age group increased,
the percent reporting having had a mentor decreased (52 percent of
16-24 year olds, 50 percent of 25-24 year olds, 48 percent of 35-44 year
olds, etc.; FIGURE 6).

g FIGURE 6 | The older the age group, the less likely respondents were to )
have had a mentor at some point in their career.
Percent of respondents who have had a mentor, by age group
16024 (0=
25109 0 =391)
a510.4 1= 469
51054 0= 316
55 to 64 (n = 235)
65 and older (n = 46)
L NOTE: The sample consisted of 1,490 respondents who reported their age group and mentorship experience. )

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.
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KEY THEMES

Many respondents who are part of one or more historically
marginalized groups tended to have had a mentor to support their
career growth. Those who identify as Black (57 percent) or multi-racial
(60 percent) and women (49 percent) or non-binary (45 percent) were
also more likely to report having a mentor than other identity groups. The
maijority of non-binary respondents (81 percent) had mentorship experiences
through a formal program, a substantially greater proportion than women
(47 percent) and men (37 percent). These results might reflect a rise in
the availability of mentorship programs designed to support and uplift
historically marginalized populations in recent years, such as the Society
for Scholarly Publishing Mentorship Program, the Association of Learned
and Professional Society Publishers’ (ALPSP) International Mentorship
Scheme, and International Association of Scientific, Technical, and
Medical Publishers’s (STM) mentoring programme.

Compared to other race/ethnicity groups, Latine respondents were
the least likely to have had a mentor (37 percent) and the least likely
to have served as a mentor (38 percent). With 96 percent of Latine
individuals who had mentors reporting some measurable impact on

their professional growth, supporting mentorship opportunities for Latine
people may help reduce the gap in accessing mentorship opportunities.
Most Latine respondents who served as mentors or mentees were in the
US and Brazil (71 percent).

“I believe that mentorship is critical for those of us that
come from working class (and non-white) backgrounds
like myself to gain access to work in scholarly publishing.
It became clear to me throughout college, including during
my internship with a scholarly publisher, that certain
career paths require insider knowledge and guidance that
| simply did not have. | am so grateful to my professors,
supervisors at my college library job, and internship

supervisor who were so willing to give me such knowledge
and guidance. You don’t know how to pursue something
you know nothing about. | think it is the responsibility of
those within the industry to branch outward and provide
support to those outside of it.”

— LATINE RESPONDENT
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KEY THEMES

People who served as mentors tended to be age 55 or older, men,
and either White or Asian. Respondents in older age groups were more
likely to have served as mentors, with 65 percent of respondents ages
55 or above having served as a mentor compared to 15 percent of 16 to
24 year olds. This is likely because older respondents tend to be further
along in their careers.

A higher proportion of men (65 percent) than women (54 percent)
reported serving as a mentor, which is incongruous with the gender
breakdown of all survey respondents: 21 percent men and 72 percent
women. This partially reflects the higher proportions of women in the
younger age groups, who might be less likely to have had an opportunity
to be a mentor, but may also be due to a higher percentage of men than
women and non-binary reporting to be further in their career (more than
six years in the publishing industry). Men older than 24 reported higher
rates of serving as mentors than women of the same age groups: 7
percent more men among 25-34 year olds, 9 percent more among 35-44
year olds, and 21 percent more men serving as mentors among 45-54
year olds. For people above 55 years old, the difference between men
and women serving as mentors was negligible. Around half of all White
(53 percent) and Asian (52 percent) respondents reported serving as
mentors, and Black respondents were the least likely to have served as
mentors (39 percent).
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KEY THEMES

NETWORKING ACTIVITIES

Networking is a common activity, with 86 percent of respondents
having participated in networking activities. 46 percent agreed that
networking has advanced their career or benefited them in other ways,
compared to 31 percent for whom this was not the case. Networking
activities have changed since the COVID-19 pandemic. The most
common networking activities were socializing with peers inside and
outside their organizations (69 percent of respondents socialized

with both groups), though 55 percent of respondents reported that
socialization with peers decreased since the COVID-19 pandemic. Over
half of respondents (55 percent) networked at in-person conferences,
which is three percentage points lower than in 2018. Notably, non-binary
respondents were more likely to network in virtual settings (48 percent)
than women (36 percent) and men (34 percent), and non-binary
respondents were less likely to network at in-person conferences

(48 percent) compared to women and men (63 percent and 62 percent
respectively).

“..Networking is tough when you’re visibly different/not-cis-het.
and the only one in a room. It is difficult to find mentors who
understand your experience and particular barriers as a member
of a marginalized community.

There are a few people in my organization that | would like

to approach for formal or informal mentorship, but the idea of
having to explain the barriers that face me as a genderfluid/
trans-nb using they/them pronouns, social and generally
anxious introverted person to a cis-het-abled person seems
insurmountable...”

—NON-BINARY RESPONDENT
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KEY THEMES

Employee resource groups provide a safe space for networking,
particularly among Asian and Black respondents. A higher proportion
of White respondents reported networking at in-person conferences

(63 percent) than respondents of color (58 percent average), who in

turn were more likely to have networked within employee resource
groups (ERGs)—particularly Asian (38 percent) and Black respondents
(32 percent). ERGs are often a refuge for people who belong to historically
marginalized populations,® and they may serve as a psychologically safer
space for networking compared to broader industry conferences.

Access to some networking experiences varies by age and

job level. As age and job level increase, so does the proportion of
respondents who reported networking at in-person conferences. Younger
respondents, who tend to be early-career, may face barriers when

it comes to attending conferences compared to older respondents,

who tend to be in more senior roles. While lower age groups reported

no difference in the frequency of their networking activities since the
pandemic, up to 72 percent of people aged 55 and older reported
networking much less often since the pandemic.

Career breaks continue to have a disproportionate impact on
careers. 27 percent of respondents reported that they took an extended
leave from their career at some point in time, typically for parental
reasons (45 percent) or health reasons (25 percent). Among respondents
who reported that their career break had an impact on their career, a
higher proportion reported that the career break had a negative impact
than a positive one (21 percent and 18 percent, respectively). Women
were more likely to experience a negative impact on their career as a
result of taking a career break than men and non-binary respondents
(FIGURE 7). The most substantial differences in taking career breaks and
being negatively impacted by them occurred within the identity groups of
parental status, gender identity, age, disability status, and location.
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KEY THEMES

FIGURE 7 | Women were more likely to experience a negative impact on
their career as a result of taking a career break than men and non-binary

or gender diverse respondents.

Percent of respondents

Non-binary or
gender diverse

3%

Women were more likely to take a career
break than other respondents.

Did the career break have a positive or negative or other impact on
respondents' career?

m Positive H Negative Neutralor| do not know

Men (n=316)

10% 51%
Non-binary or gender
diverse (n = 58) 75%
Women (n=1101) 63%

NOTE: The sample consisted of 1,475 respondents. The sample for the question about whether a career break was taken included
1,101 women, 316 men, and 58 non-binary or gender diverse respondents. The sample for the question regarding impact of the career
break included 319 women, 67 men, and 12 non-binary or gender diverse respondents. Career breaks were most commonly taken due

to parental reasons (45 percent), followed by self-iliness (25 percent) or illness of a family member (6 percent).

SOURCE: Authors’ analysis of respondent data from the Workplace Equity Survey, 2023.
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KEY THEMES | TakinG acTiON

Words into action: the future of workplace
equity requires organizational and personal
accountability

RECOMMENDATIONS FOR ORGANIZATION AND

TEAM LEADERS

Organization leaders and team leaders can benefit from practicing
transparency about the current state of equity and goals for everyone to
strive for.

(Re-)assess where the organization or team is on its workplace
equity journey. Create a workplace equity strategy to map

progress long-term. This can be done through a combination of
self-assessments, employee surveys or focus groups, and external
workplace equity indices such as the Advancement Inclusion Index,
Corporate Equality Index, or the Disability Equality Index. For
additional guidance on an assessment process, see the Antiracism
Toolkit for Organizations. If your organization or department has a
mature workplace equity program, periodic reassessment of progress
can help determine whether any course-corrections are needed to
meet long-term goals.

Set goals and align workplace equity initiatives to meet those
goals. Within an equity strategy, set concrete goals and assign
specific initiatives based on available resources to contribute to those
goals. Then determine a list of outcomes that could reasonably result
from the initiative. To understand the extent to which workplace equity
initiatives are influencing workplace culture and practice, measure
the extent to which initiatives are demonstrating desired outcomes.
This may require collecting data from multiple sources, so it can be
helpful to work with a program evaluation team or specialist. While
some initiatives such as aspirational gender or race/ethnicity goals
may require periodic monitoring, other initiatives such as a mentoring
program may require an in-depth evaluation of the program’s
success.
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KEY THEMES

Recognize and reward employees for their contributions to
advancing equity in the workplace. Employees who are part of
marginalized communities can face a burden to lead diversity, equity,
and inclusion initiatives that they should be benefiting from. It's important
that employees are recognized and not overloaded with the charge to
improve workplace equity without adequate resources and support.
For more information, read the 4-part blog series in The Scholarly
Kitchen about the impact of diversity tax and recommendations for
allies and managers to reduce the burden of diversity tax.
Communicate actions, including progress updates and course-
corrections. To reduce perceptions of performative commitment to
workplace equity, organization leaders and managers must more
intentionally communicate actions they are taking that align with
stated values.

Look across the industry for resources to support your goals.
Access the C4DISC Toolkits for Equity and consider joining C4DISC
as a member or partner organization.

RECOMMENDATIONS FOR INDIVIDUAL CHANGE-MAKERS
Personal commitment is key to showing up as an advocate and ally.

Support peers in their early career through mentorship or networking.

- Effective mentorship programs can lead to more diverse management
teams. Create formal mentorship programs and highlight
mentorship as part of organizational values and expectations.
Consider reverse mentoring programs to allow those in historically
privileged positions (e.g. White employees and those in leadership)
to learn from those who have experienced racialized interactions
and biases.

Contribute to ERGs. If you have access to one or more ERGs,

use these groups to actively support and advocate for historically

marginalized groups as an ally or community member.

Level-up your everyday allyship actions. As shared in the C4DISC

Antiracism Toolkit for Allies, consider how you employ active listening,

respond to criticism, identify and address social segregation, interrupt

racism and other discriminatory practices, and contribute to a culture

of appreciation and growth.

Be mindful of your use of inclusive language. Refer to the

Guidelines on Inclusive Language and Images in Scholarly

Communication for specific examples and recommendations on a

variety of topics.
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This document is published under a CC BY-NC-SA 4.0 license. As a result, you are @@@
free to copy and redistribute the material in any medium or format and remix, transform,
and build upon the material. However, we ask that if you are adapting or customizing

the content that you not substantially dilute the language or materially alter the spirit in which the content was
originally written.

You must give appropriate credit, provide a link to the license, and indicate if changes were made. You may do
S0 in any reasonable manner but not in any way that suggests the licensor endorses you or your use. You may
NOT use the material for commercial purposes. If you remix, transform, or build upon the material, you must
distribute your contributions under the same license as the original.

This license does NOT extend to third-party content, text or images, that has been cited. Please contact the
original authors of any third-party content if you wish to reuse or adapt.

If you are using the Workplace Equity survey 2023 or 2018 data and report, we’d love to hear about it. Please
contact the publisher directly at c4disc@gmail.com to let us know how the Workplace Equity survey findings
helped you or your organization.
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METHODOLOGY

We received 1,755 responses to the Workplace Equity Survey in 2023, with an average of 1,513 responses to
the demographic questions. Most responses were from people working at commercial, society, and university
publishers (61%) living in North America (61%) or Europe (26%). 72% of respondents were women, and 75%
self-identified as White. Most respondents were between the ages 25 to 44 (57% combined).

The 2023 survey was open from May 29 to July 17, 2023. It was distributed virtually via C4DISC and to many
partner organizations listed in the acknowledgements. It included a total of 55 questions.

The number of respondents in the analyses for figures and tables varies because not all respondents
answered every survey question. The analysis team used a threshold of 5 percentage points to determine
whether differences in percentage values were substantive.

To see and share the complete report and appendix, find data, and related links, please visit C4DISC.org
or scan the QR code below.
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