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This survey found that our sample is composed mostly by Dutch white
men, with 62% of respondents recognizing themselves as male, 67% as
Dutch and 70% as Caucasian/white. In addition, most respondents are
between 20 and 39 years-old, re�ecting a young work environment.

Other diversity dimensions measured our sample to be primarily
heterosexual (92%), mainly have a native level of Dutch language
pro�ciency (60.2%), and have primarily either a Bachelor’s degree (30%) or
a Master’s degree (46%).

Furthermore, in this sample, the percentage of male employees holding
equity is 41.5%, which exceeds female employees holding equity by 1.5
times. When it comes to ethnicity, in general, 46% of Caucasian/white
employees have equity, in comparison to people of color (POC) employees
of whom only 15.6% hold equity.

In terms of inclusion, from our research sample, there seems to be a
higher gap of perceived belongingness between white and non-white
employees, than between men and women. While for the level of
perceived uniqueness, the gap seems to be higher between men and
women, than between white and non-white employees.

Lastly, the three most frequently implemented diversity and inclusion
practices of companies in our sample are (1) having a clear understanding
of how diversity is linked to bottom-line performance, (2) use a diverse
team to interview candidates, and (3) include valuing diversity in the
company's mission or values statement.

Key Findings Diversity

Executive Summary

3



Executive Summary

We recommend different points of action for startups and scaleups to
become a more diverse and inclusive organization:

1. Understand the root of the problem. It is important to execute a deep
analysis of where certain biases and ideologies come from, before
being able to tackle the issues. There is a need for more research to be
done on diversity and inclusion, both internally within startups, as well
as from third parties. This will spark an openness among startups to
take responsibility in tackling the issue of a lack of diversity.

2. Make concrete goals regarding diversity. These goals should not come
from a perspective of marketing and business cases, and should be
reviewed often. They must be seen as a ‘must have’ rather than a ‘nice
to have’.

3. Invest in policy and company culture change to create a safer and
more inclusive environment for every employee, especially minorities.
Minorities in question should be involved when writing these policies.

4. Hold the company and its founders accountable for reaching these
goals and implementing the policies.

5. Ensure fair promotion for minorities to be able to develop further in a
company, through transparent and objective feedback and reviews.

6. Implement a diversity of�ce to tackle existing barriers on diversity and
to promote diversity and inclusion within the company. Provide
mentorship when needed.

Recommendations
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Studies conducted showed that a more diverse environment is bene�cial to
companies �nancial success. A report released by McKinsey showed that there is
a link between high ROE and EBITDA and diverse board members. In addition,
diversity in a company increases creativity inputs by bringing different
perspectives in decision-making processes.¹

However, as stated by Harvard Business Review², there is no general evidence
available of increasing companies' pro�t by adding minorities. In addition,
quoting Laura Morgan, expert professor at the University of Virginia's Darden
School of Business: "It's time to stop framing equity around a business case".

The importance of diversity in the workforce

Chapter 1

Background

In July of 2020, DSA signed the Diversity Charter (Diversiteit in Bedrijf | SER),
aiming to become a more diverse organization internally, while simultaneously
promoting startups and scaleups to become more diverse. This is where the idea
of a Diversity and Inclusion research came to be, to create a baseline measure of
the current state of diversity among startups and scaleups in the Netherlands.

DSA promotes the success of all startups regardless of race, class, gender,
sexuality, and ability. To achieve this, DSA wants to draw attention to the current
lack of insights into diversity in the Dutch startup and scaleup sector. Therefore,
we launched a research project, which includes not only the surveying of startup
founders and managers, but also startups employees. This research goes beyond
gender diversity, and measures ethnicity, education, disability, religion, age, sexual
orientation, political view, socio-economic background and language.

It is important to stand up against everyday
injustices regarding systematic racisms, and strive
to become a more inclusive society. The Dutch
Startup Association (DSA) values diversity and
inclusion, and within our own organization, we have
made efforts to actively pursue this. Startups are
the companies of the future. If we acknowledge
and promote the importance of a diverse and
inclusive (work) environment at the startup level,
this attitude will be carried out up to a broader
scale.

DSA's input in diversity

¹ Tufts University. (2006).
² Ely, R. J., & Thomas, D. A. (2020). 
³ Herring, C. (2009). 5



The inclusion of minority groups in the workforce is not going to result in
a �nancial pro�t or ef�ciency increase immediately. It is necessary to
have a learning orientation toward diversity, building trust with the
diverse workforce, valuing and respecting different perspectives and
encompassing them in the business structure.

Furthermore, it is relevant to have an understanding of the added value
of diversifying a team. Mainly, it brings cultural exchange and respecting
differences to the table. A systemic change has to take place at
companies, taking another step rather than just public statements about
diversity and company's diversity policy. Concrete actions need to be
taken in companies worldwide to tackle discrimination and aggressive
behaviour towards minority groups, guaranteeing their ability to speak,
participate and engage in decision-making processes. ⁴ ⁵

Embracing diversity as a result of higher pro�ts and ef�ciency can have
an adverse impact and actually increase bias and promote the sense of
necessity to overachieve on minorities to be hired. Rather than
prompting the necessity of proving minorities' worth, building
institutional structures that value minorities, despite stereotypes and
unconscious bias is a moral imperative to promote diversity. Diversity
should be embraced uniquely because it is the right thing to do and not
based on economic metrics. ⁵ ⁶ ⁷

⁴ Ely, R. J., & Thomas, D. A. (2020)
⁵ Roberts, L.M. (2020)
⁶ Kim, M. (2018)
⁷ Kaplan (2020) 6



Chapter 2
Key �ndings about 
diversity

From our sample, 32% of all women respondents identify as
founders/CEOs,   9.4% work in marketing, 6% in recruitment, 6% in sales
and 6% in IT. 28% of the female respondents identify working in other
roles. When it comes to men, 62% of all respondents are founders/CEOs,
7.5% work in IT, 6% in Sales and the o15% in other roles.

A research conducted by DiversityVC and Rate my Investor found that
only 9.2% of startup founders were female¹. When it comes to other
roles, only 12% of startups had a mixed-gender team, whereas 82% had
an all-male team, and 6% an all-female team. These �gures are different
from the ones found in our data due to the high percentage of women
respondents, compared to other studies.

Gender

62%
of the respondents of our sample
identify as male, 37% identify as female,
and 1% identi�es as non-binary/ a third
gender

We sent out a survey to startups
and scaleups via the following
mediums: social media, targeted
emails, targeted phone calls, and
partners' network. The survey was
�lled in by 226 respondents,
representing 121 companies.

¹ RateMyInvestor (n.d.). 7



Gender - Equity

Further looking into gender, we see that male employees from our
sample, are more likely to hold equity in the company than women
employees.
The question of whether a respondent holds equity, was not posed to
respondents who identi�ed as founders.

Equity of male employees

41.5%
46.3%

12.2%

Holds equity 41.5%

Holds no equity 46.3%

Prefers not to say 12.2%

Equity of female employees

27.5%

65.0%7.5%

Holds equity 27.5%

Holds no equity 65.0%

Prefers not to say 7.5%

A recent research conducted by Table Stakes in the U.S., shows that the
gender equity gap is present, as female founders hold 5% of total equity in
a company, and male founders hold 64%. Furthermore, female founders
own 48 cents to every dollar male founders hold in a company.
When looking at equity owners, roughly 32% identify as women, and less
than 1% of these identify as a female founder. ²

² Table Stakes (n.d.).

8



Ethnicity 

Regarding ethnic diversity 70% of all respondents identify themselves as
white, whereas 30% as other ethnicities, including Asian Indian, Hispanic,
Black/ African/ Caribbean, Middle Eastern/ Arabic, South-East
Asian, ethnically mixed, and others.

Ethnic diversity

70%

30%

Caucasian/ White 70%

Other Ethnicities 30%

When looking at reports such as Atomico's State of European Tech
Report, we see that 83.8% of all founders who have participated in their
research identify as Caucasian/White.³  Diversity VC and Rate my Investor
Diversity in U.S Startups report showed that out of 10,000 American
startup founders, 77% identify as Caucasian/White. ⁴

³ Atomico (2019).
⁴ RateMyInvestor (n.d.). 9



Ethnicity - Equity

Further looking into ethnicity, we see that employees from our sample
who identify as Caucasian/white, are more likely to hold equity in the
company than employees who do not identify as Caucasian/white.
The question of whether a respondent holds equity, was not posed to
respondents who identi�ed as founders

Equity of Caucasian/white employees

46.0% 46.0%

8.0%

Holds equity 46.0%

Holds no equity 46.0%

Prefers not to say 8.0%

Equity of non Caucasian/white
employees

15.6%

71.9%

12.5%

Holds equity 15.6%

Holds no equity 71.9%

Prefers not to say 12.5%

While there are not many studies done on ethnicity and equity holding,
the issue can be addressed the same way as the ethnicity wage gap. A
recent article on Marketplace argues that if a company wants to actively
tackle racial inequality in the workplace, it should start by setting concrete
goals and gathering data. To take it one step further, companies can take
accountability on these goals by making them public. ⁵

⁵ Segarra, M. (2020). 10



Age range

Regarding age, 30% of respondents of our sample are between 20 and 29
years old, 41% between 30 and 39, 18% between 40 to 49, 9% between 50
and 59 and only 2% are above 60.

Gender Distribution per Age range

2%

9%

18%

41%

30%
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WomenWomen

L0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

% people
20 to 29 30 to 39 40 to 49 50 to 59 above 60

92%

3%
3%
2%

Straight/Hetero
sexual 92%

Bisexual 3%

Gay or Lesbian 3%

Prefer not to
say 2%

Heterosexuality is the predominant sexual orientation in the Dutch
Startup Ecosystem with 92% of all respondents identifying as straight.
Only 3% identify as bisexual, and 3% as gay or lesbian. 

Sexual Orientation
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Dutch language pro�ciency

13.3%

14.9%

7.2%
4.4%

60.2%

No Pro�ciency 13.3% Elementary Pro�ciency 14.9%

Limited Working Pro�ciency 7.2% (Full) Professional pro�ciency 4.4%

Native/ Bilingual pro�ciency 60.2%

The majority of the respondents (60.2%) indicated to be native in the
Dutch language or have a bilingual pro�ciency in Dutch. This equals
the language CEFR level C1/C2. 13.3% indicates to have no pro�ciency
in Dutch (None/A1), 14.9% indicates to have elementary pro�ciency in
Dutch (A1/A2), 7.2% indicates to have limited working pro�ciency
(A2/B1), and 4.4% indicates to have (full) professional pro�ciency in
Dutch (B2/C1).
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Level of education

Highest level of education achieved

1.0%
4.0%

13.0%
30.0%

46.0%

6.0%

Elementary school 1.0%

Secondary School
(VMBO, HAVO, VWO) 4.0%

Tertiary School
(MBO, HBO, WO) 13.0%

Bachelor's degree 30.0%

Master's degree 46.0%

Ph.D. 6.0%

The majority of the respondents have a Master's degree (46%) and
almost a third (30%) of the respondents have a Bachelor's degree as
their highest achieved level of education. 1% of the respondents have
indicated to have elementary school as their highest level of education,
4% of the respondents indicated this to be secondary school (VMBO,
HAVO, WO), and 13% indicated this to be tertiary school (MBO, HBO,
WO). Finally, 6% of the respondents indicated having a PhD degree.
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Disability

3%
97% of respondents indicates to have no
disabilities (neither physical nor mental
disabilities), while 3% indicates having
disabilities

Employees with disabilities

Care responsibilities

%
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es
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d
en

ts

40

0

20

40

60

80

Both dependent
adults and
children  

Dependent children Dependent adults Both dependent
adults and
children  

No care
responsibilities   

Type of responsibilities

Care responsibilities

24% of the respondents indicated to have dependent children as a care
responsibility, while 8% indicated to have dependent adults as a care
responsibility, and 3% indicated to have both dependent children and
adults as a care responsibility. 65% of the respondents indicated to not
have any care responsibilities.
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1%3%
2%

15%

18% 43%

6%

Extremely
Conservative 1%

Conservative 3%

Slightly
Conservative 2%

Moderate 15%

Slightly
Liberal 18%

Liberal 43%

Extremely
Liberal 6%

Liberals dominate the scene with more than 43% of all respondents
identifying as liberals, 18% as slightly liberal and 15% as moderates.
Extremely conservative, conservative, slightly conservative, and extremely
liberal together account for 12% of all respondents.

Political Orientation

Religion

62% of all respondents consider themselves as non-religious, whereas
almost 17% are Christians and almost 9% follow Hinduism. Almost 13% of
the respondents follow Buddhism, Islam, Sikhism or other religion.

Religion

62%

17% 9%
7%

2%2%2%

Non-religious 62%

Christianity 17%

Hinduism 9%

Other 7%

Buddhism 2%

Islam 2%

Sikhism 2%
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Chapter 3

Key �ndings about inclusion

Belongingness indicates the feeling of
belonging in a company, formed by
strong relationships within the
company, which lead to a feeling of
being accepted and seen as an insider.
A higher level of belongingness makes
the relationships and company culture
stronger, increasing an employee’s
motivation to work for their company.
The average level of belongingness was
measured to be 4.14 on a scale of 1 to 5,
with one being a low level of
belongingness, and �ve a high level of
belongingness.

Belongingness

Uniqueness is the second component
of inclusion, and it refers to a
differentiating sense of self, which is
respected and appreciated in a
company. Uniqueness is therefore the
diverging component within a
company that will increase it’s pool of
diverse resources, and can lead to a
competitive advantage.
The average level of uniqueness
measured among our respondents is
4.2 on a scale of 1 to 5, one being a low
level of uniqueness and �ve a high level
of uniqueness.

Uniqueness

In our research, we measured
inclusion based on sense of belonging
and uniqueness, in their own
company. Both dimensions were
measured by �ve statements, to which
respondents had to indicate to what
extent they agree or disagree with
each statement.
The statements for belongingness and
uniqueness were only available for
respondents who did not identify as a
founder, as heads of a company are
likely to have a high level of
uniqueness and belongingness in
order to take a higher position in a
company.

16



Belongingness and gender
When looking at the average level of belongingness per gender, we
see an average of 4.22 for men and a slightly lower average of 4.05
for women, on a scale of 1 to 5.

Belongingness and gender
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Belongingness and ethnicity
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When looking at the average level of belongingness per ethnicity, we see a
bigger gap in the level of belongingness between white respondents and
non-white respondents, the averages being 4.22 and 3.99 respectively.

Belongingness and ethnicity
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Uniqueness and gender
When looking at uniqueness per gender, we see men scoring an
average of 4.31 on uniqueness, and women a 4.07, on a scale of 1 to 5.

Uniqueness and gender
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When looking at uniqueness in ethnicity, we measured a level of
uniqueness of 4.24 among our white respondents, and a level of 4.12 among
our non-white respondents.

Uniqueness and ethnicity

Therefore, there seems to be a gap of perceived level of belongingness, indicating a
the gap being higher between white and non-white employees, than between men
and women. While for the level of uniqueness, the gap seems to be higher between
men and women, than between white and non-white employees.
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Diversity and Inclusion 
Practices

The policies that are most frequently implemented are:

1. Having a clear understanding of how diversity is linked to bottom-line
performance

2. Uses a diverse team to interview candidates
3. Including valuing diversity in the company's mission or values

statement
4. Setting goals for achieving staff diversity for speci�c positions
5. Utilizes a structured interviewing process

Chapter 4
One question that was asked to 
founders and c-level executives, was 
which policies were implemented in 
their startup/scaleup, that can promote 
diversity and inclusion in the recruiting, 
employment and dismissal stage.
A list of different policies was presented 
to the respondents, and multiple 
policies could be selected.

Percentage of companies using most frequent policies

%
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40%

36%

38%

40%

42%

44%

46%

48%

L1 2 3  4   5    

Policy number 19



1. Tracking the diversity of employees receiving promotions
2. Sponsoring classes, workshops, and/or seminars on gender and

inclusion
3. Tracking pay rates by employee demographics
4. Holds managers accountable for diversity goals
5. Commits signi�cant resources (e.g., staff time, money) to improving

diversity and inclusion

The policies that are implemented the least are:

Percentage of companies using less frequent policies

%
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10%

2%

4%

6%

8%

10%

12%

14%

16%

L1 2 3  4   5    

Policy number

According to Harvard Business Review, diversity policies have been
adopted by companies since the 1980s. A survey conducted in the
United States in 2015 with 1,800 randomly selected employees,
including minorities (Latin and Black) and white employees,
analyzed respondents' opinions about eight diversity policies:
generic, targeted recruitment, voluntary training, mandatory
training, mentorship, formal hiring policies, diversity of�ce and
diversity goals.
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Results showed that, the majority of respondents believe that
implementing a diversity of�ce to tackle diversity barriers and
voluntary training programs are the best policies.¹

In addition, studies have found that mandatory training can actually
back�re and reduce diversity in the workplace, because of a sense of
obligation from managers, whereas voluntary training evokes a
positive response.² Furthermore, the implementation of measures
such as self-managed teams, cross-training, targeted recruitment,
mentorship, diversity manager implementation, and accountability
goals had increased the representation of minorities over a 5 year
period in a range of companies from 2.7% to 30%. More speci�cally,
companies that implemented a diversity manager position showed
an increase in minorities in management positions from 7% to 18%
over �ve years.² A study conducted in 2006 found that appointing a
diversity manager or committee can be more effective than annual
diversity training and mentoring programs.³

In conclusion, diversity policies, when used effectively, can improve
workplace equity, with some more effective than others but with
employees support being an utmost criterion for them to work.¹

¹ Lambouths, D. Scarborough, W. & Holbrook, A. (2019).
²Dobbin, F. Kalev, A. (2016). 
³Dobbin, F. Kalev, A. & Kelly, E. (2006). 21



Chapter 5

Conclusion and recommendations

This survey found that our sample is composed mostly by Dutch white
men, with 62% of respondents recognizing themselves as male, 67% as
Dutch and 70% as Caucasian/white. In addition, most respondents are
between 20 and 39 years-old, re�ecting a young work environment.

Furthermore, in this sample, the percentage of male employees holding
equity is 41.5%, which exceeds female employees holding equity by 1.5
times. When it comes to ethnicity, in general, 46% of Caucasian/white
employees have equity, in comparison to POC employees of whom only
15.6% hold equity.

In conclusion, we plan to conduct this survey annually so we can
compare results over the years and see how much the environment has
advanced when it comes to diversity and inclusion. The results of this
research can furthermore be used as a building block for other diversity
and inclusion related research.
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1. Understand the root of the problem. It is crucial to execute a deep 
analysis of where certain biases and ideologies come from, before 
being able to tackle the issues. In order to do this, more research
should be done on diversity and inclusion, both internally within 
startups, as well as from third parties. This will spark an openness 
among startups to take responsibility in tackling the issue of a lack of 
diversity. ¹ ²

2. Make concrete goals regarding diversity. These goals should not 
come from a perspective of marketing and business cases, as these 
perspectives do more harm than good internally for its employees, 
and externally for the communities it is trying to support, as 
mentioned in chapter 1. Furthermore, these targets should be 
reviewed often, and be seen as a ‘must have’ rather than a ‘nice to 
have’. ³ ⁴ ⁵

3. Invest in policy and company culture change to create a safer and 
more inclusive environment for every employee, especially minorities. 
When writing the policies, the minorities in question should be 
involved in the decision making. ²

4. Hold the company and its founders accountable for reaching these 
goals and implementing the policies. ¹ ²

5. Ensure fair promotion for minorities to be able to develop further in a
company. This can be done through transparent and objective 
feedback and reviews. ¹ ²

6. Implement a diversity of�ce to tackle existing barriers on diversity 
and to promote diversity and inclusion within the company and 
provide mentorship when needed. ⁴

¹ Zheng, L. (2019).
² Livingston, R. (2020).
³ Hecht, B. (2020).
⁴Diaz et al. (2020).
⁵ Pao, E.K. (2019).

Recommendations: 
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And a special thanks to the startups who have made this research
possible, and by participating in the research, have taken the �rst step
into creating awareness for diversity and inclusion: The startups include
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Our research is a quantitative research,
executed through a survey that was sent out
to startups and scaleups via the following
mediums: social media, targeted emails,
targeted phone calls, and partners' network.
The survey was �lled in by 226 respondents,
representing 121 companies.

Methodology

Within our research, we have measured different dimensions of diversity which
include gender, age, ethnicity, disability, sexual orientation, religion, political
orientation, care responsibilities, education, and pro�ciency of the Dutch
language.

Furthermore, we have asked questions to respondents who identi�ed as senior
managers (founders and c-level executives) regarding policies implemented
within the company to address diversity and inclusion. 

Diversity dimensions

In our research we measure inclusion using the inclusion scale developed by
Chung et al (2020). We have only adapted the items to refer to participants'
“startup company” rather than “work-group” which was the term used in the
original scale. These statements were only presented to employees who do not
have a founder’s role in the company
Out of the ten items in this scale, �ve measure the feeling of belongingness in a
company, and the other �ve measure one’s sense of uniqueness in the company.

Inclusion dimensions

Due to the small sample size, our �ndings cannot represent the entire Dutch
startup ecosystem. These �ndings are not meant to be used to draw conclusions
on the current level of diversity and inclusivity in the Dutch startup ecosystem.
Rather, they can be used as the �rst indication for areas that future investigations
could dive into using broader and/or deeper data collection methods, to further
address the issue of (a lack of) diversity and inclusivity in the ecosystem.

Disclaimer
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