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Introduction

Today, the profound importance of diversity, equity and inclusion (DEI) is ringing loudly in most ears.
Companies know that it has become more than a check-the-box activity; it’s a journey of awareness and
action that—when executed correctly—has a direct effect on the bottom line. Companies are also looking
to create the inclusive culture they must have to support a diverse, multigenerational workforce.

Question: What’s the tried and true DEI plan that companies
should have in place?
Answer: There is no one-size-fits-all DEI strategy. Each
business is unique when it comes to culture, values,
leadership and the drive to change.
MRA – The Management Association conducted a brief survey to ask organizations about their current
DEI plans, challenges getting in the way, successes they are proud of, and what they are considering for
the future.

Current State of Plans

Only 16% of organizations have a formal DEI initiative or plan with goals and metrics. Out of the 84% that
do not have a formal DEI initiative or plan, the majority
indicated they are making efforts of limited scope or are at
the beginning stages of their initiative.

16%
Yes

84%
No

Of the 16% with formal DEI plans, 5% consider their
initiatives to be “strong” and reflected in their culture,
while the remaining recognize there is still work to do.

My employer has a DEI plan, but has work to do in ingraining it in our culture
My employer has a strong DEI plan that is reflected in our culture
My employer has a DEI plan, but it has been put on hold/funding cut due
to the pandemic

Limited Scope/Just Starting
My employer’s DEI initiatives are limited to compliance
(i.e., mandated by law, such as an affirmative action plan)

27%

My employer does not have a DEI plan, but has some initiatives in place
to support DEI

22%

My employer does not have a DEI plan, but we are starting to talk about
implementing one

17%

66%

No DEI Plan

18%

18%

My employer does not have a DEI plan, and we are not talking about
creating one

Note: Multiple answers can total more than 100%.

Who’s In Charge?

It’s widely recognized that diversity, equity, inclusion, and belonging are more than tasks on a checklist. For
some companies, DEI initiatives are spearheaded by HR, who can support the efforts, but shouldn’t own
them. Accountability for action can permeate throughout the organization. Still, 40% have no one person or
department responsible for overseeing DEI initiatives. This makes it more difficult to start or sustain efforts.

40%

We currently do not have a
DEI resource

11%

The executive team
oversees DEI initiatives

3%

My employer has a
dedicated DEI position
(e.g., DEI officer)

35%
8%

...

3%

Human resources oversees
DEI initiatives

My employer has a committee
composed of employees/
leaders who meet regularly
Other*

*As needed (it is reviewed); both human
resources and executive leadership team (7
responses); HR and a third party.

Note: Multiple answers can total more than 100%.
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Social Unrest and Company Responses

Much has been written in recent months about elevating the workplace conversations around the
realities of inequity and racism. In response to the social injustice movement, half of our survey
respondents have taken action and half have not. Of the half who have taken action, the most
frequent actions were around increased communication (both internally and externally) and
implementing listening or “real talk” discussions.

Confidence Levels

Of the organizations that implemented DEI initiatives in the past 12 months, more have confidence (39%)
than lack confidence (11%) around how their efforts are improving DEI. Yet, 50% are unsure about whether
their efforts are making an impact. It can be discouraging not to see fast results; however, most culture shifts
and movement changes can take months, if not years, to realize tangible outcomes.

Of Those Who Have Taken Action

50%

56%

The recent events have
prompted action

9%

The executive team provided an
internal employee communication
Our organization is now talking
about DEI initiatives
Our organization is creating
programming to take our DEI
initiatives deeper
The executive team sent an
external customer communication
Our organization implemented
listening or “real talk” sessions
with employees

50%

Other*

37%

*Reinforced current initiatives
(7 mentions); required DEI related
company-wide training (4 mentions);
corporate social justice acts:
contributions, fundraisers, items
donation drive (3 mentions)

25%

24%

Note: Multiple answers can total more than 100%.

Sixty-one percent of respondents have implemented DEI initiatives in the last 12 months and 79% are
considering implementing in the next 12 months. Training continues to be the most prominent approach,
with harassment prevention as a popular topic, followed by pay equity audits and reviewing internal policies
and procedures. Other actions with fewer mentions included: diverse recruiting and hiring, DEI meetings,
and mentoring. The top 5 actions are:

Implemented (61%)
Last 12 Months

Offered training on other
DEI topics for leaders
Offered training on other
DEI topics for all employees

57%

28%

Considering (79%)
Next 12 Months

52%

Offering training on other DEI
topics for all employees

46%

25%

Established metrics around hiring
employees from diverse backgrounds

Offering harassment prevention
training for all employees

47%

25%

Completed a pay equity audit

19%

Offering training on other
DEI topics for leaders

our policies/procedures
32% Changing
to support DEI initiatives and culture

31%

30
20
10

8%

9%
2%

26%

Very Confident

Confident

Neutral

Not Confident

Not at All Confident

Measuring Progress

With a large percentage of organizations feeling uncertain about their progress or efforts, metrics and
measures can provide benchmarks and milestones. The key is being able to tell the story behind the
numbers. Here are the top measurements reported by survey respondents:

64%

52%

Analysis of recruitment pools, hires, leadership
development, promotions, succession

Track employee trainings

34%

33%

Engagement scores

Participation in community partnerships

19%
Participation in employee resource groups

Establishing metrics around hiring
employees from diverse backgrounds

...

9%
Other*

*Building DEI metrics (9 mentions); AA plan (4 mentions);
surveys/feedback (3 mentions).

Note: Multiple answers can total more than 100%.

Note: Multiple answers can total more than 100%.
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Challenges and Roadblocks

Most organizations report that focusing on DEI initiatives can be a challenge. Despite efforts being made,
many organizations of all sizes struggle with where to begin, or how to sustain progress in this critical
area. Some struggle due to not having the same rigor around DEI as around other initiatives within the
organization. The top challenges include:
Lack of internal expertise
and time/resources

64%

Budgetary constraints to
support programming

40%

Don’t even know
where to begin

38%

Overcoming strong
organizational culture barriers
Internal resistance from
leaders and employees

23%
12%

Note: Multiple answers can total more than 100%.

Success Stories

Despite challenges, many organizations have had successful outcomes from their diversity, equity, and
inclusion efforts, especially around employee involvement strategies, increased awareness through training,
and more diverse candidate pools.
Achieving diversity through recruitment

Success
Themes
Include:

Active ERGs/ DEI committees
Improved understanding/engagement
throughout company

Diversity, Equity, and Inclusion

Methodology

Questions regarding
this survey?

Conclusion

So how can you address and incorporate DEI into your workplace?
For many, it’s where do we even begin? Start by asking: What’s your
motivation for change?

465 organizations
participated

To uncover these answers, talk to all levels of leaders in your organization.
Talk to employees to listen to their ideas, experiences, and feelings.
Brainstorm, host focus groups and listening sessions. Do assessments that
look at strategy, processes, policies, technology, culture, and employee
behaviors, as well as individual and structural bias (intentional or not) that
are barriers to fair and respectful treatment at work. Chances are there will
be a variety of ideas brought to light. Work on an initiative that is most
important to your company right now and build on it.

10 questions

A key element is to have the top leaders in your organization fully
support DEI initiatives by recognizing the value and having the
motivation to make it happen. Are they able to role model inclusive
behaviors, and inspire employees by keeping their promises and caring
about them? Whether it’s better profits, a winning culture, or something
in between, it takes strong leadership, perseverance, and a positive
approach for success.

August 11–
August 17

Contact the Survey
Department at
Surveys@mranet.org or
800.488.4845 ext. 3508.

Focusing on DEI is a top priority for organizations around the world. Now
that you have the data, what should you do with it? Start crafting a DEI
plan that makes the most sense for your organization.
Need help? Give the upcoming September/October MRA Edge article a
read that highlights how to get started. Then take a look at these sample
assessments. There are also helpful DEI tools on our website. Want to talk
it out? Call our HR Hotline 24/7 at 800.488.4845 to get the conversation
going or email us at InfoNow@mranet.org.

Positive responses from DEI
education/training
Updated and fair policies, processes,
and procedures
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MRA’s Total Rewards Team
Focuses on Solutions

Partner With MRA to

Advance Your Diversity, Equity, & Inclusion Initiatives
Member
Benefits

Learning &
Development

Contact MRA’s HR Hotline
advisors for practical advice.

Attend training programs at MRA’s
training center, online, or delivered
for your employees at your location.

Download MRA’s Diversity &
Inclusion Toolkit for articles,
guides and tools.

• Sensitivity Skills in a Diverse
Workplace

Explore the research behind
Diversity & Inclusion (D&I)
from Spectra Diversity:

• Respectful Workplace and
Harassment Prevention

Professional
Services

Strategy and Planning
• Create a solid foundation for
D&I priorities

Spectra Diversity Inclusion
Assessment™ (SDIA™)
• Measures employees’ perceptions
of D&I culture, practices, and
management

• Civility in the Workplace

• Implicit Bias: I Know It Exists.
Now What?

• Unconscious Bias:
Understanding the Impact
in the Workplace

• The Neuroscience Behind
Implicit Bias

• Harassment Prevention:
Creating a Respectful
Workplace (eLearning)

Complimentary Webinars:
• Engaging in Diversity and
Inclusion
• Unconscious Bias: Why It Matters

Intercultural Development
Inventory® (IDI®)
• Assesses and builds awareness
and intercultural competence

Affirmative Action Plans
• Demonstrate your organization’s
active efforts to recruit and
advance qualified minorities,
women, people with disabilities,
and covered veterans

Register for MRA’s DEI Leadership
Conference on October 7, 2020.

Recruitment and Retention Services
• MRA’s Certified Diversity Recruiter
can assist employers in building
diverse and inclusive workforces

Investigations
• Unbiased, third-party
investigations for sensitive
employee situations

Pay Equity Audits

Click here for more information.
800.488.4845 | www.mranet.org

• Take steps to eliminate or reduce
pay disparities for women and
minorities

Our Currently Published Surveys
Compensation Surveys
•
•
•
•
•
•

Benchmark Compensation*
Industrial & Production Trades*
National Executive Compensation
National IT & Engineering Compensation*
National Sales Compensation
National Wage & Salary

Policy & Benefit Surveys
•
•
•

Health & Insurance Benefits
Holiday Practices
National Policies & Benefits

Business Trend Surveys
•
•
•

Compensation Trends
National Business Trends
Turnover

Industry Surveys
•
•
•

Healthcare Compensation Survey*
Logistics & Construction Compensation
Nonprofit Compensation & Benefits*

Hot Topic Surveys
•
•

•
•
•
•
•
•
•
•
•
•
•

Advancement of Women in the Workplace Survey
Business Continuity Coronavirus Workplace Realities—
Series
Compensation Besides Base Pay Survey
Compensation and Talent Insights for 2020 and Beyond
Diversity and Inclusion—Best Steps Forward
Don’t Underrate the Power of Soft Skills
Employee Turnover Survey
Hiring Interns Survey
Variable Pay: Your Advantage in a Competitive Labor Market
Opioid Epidemic Survey
Sexual Harassment in the Workplace Executive Summary
Wellness and Wearable Technology Survey
Your Competitive Edge in Attracting, Retaining, and
Rewarding Top Talent

* MRAPay and On-Demand Salary Tool available for these surveys.

Rely on MRA Surveys
From strategy to tactics, how do you
apply these insights to your organization’s
total rewards story?
Known for local, regional and national,
employer-matched, employer-reported
data—with MRA surveys, you can be
confident your organization is making vital
business decisions based on solid, highquality market data.

Participate in MRA Surveys
•
•
•

Free survey results for member
participants
Data analytics at your fingertips via
MRA’s online survey tools—MRAPay
and On-Demand Salary Tool
HRCI credit for recertification or SHRM
Professional Development Credit (PDC)
for qualifying surveys

Turn to MRA to
build your powerful
data analytics!
Questions?

Contact the Survey Department at:
800.488.4845, ext. 3508
^urveys@mranet.org
www.mranet.org/surveys

