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Diversity, Equity, 
and Inclusion: 
NEW RULES FOR
THE FUTURE 
Why DE&I is important for the economy, 
business performance and individuals.
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DE&J isn’t just the right  
thing to do; it’s a wise 
business decision. 
Effective Diversity, Equity, and Inclusion (DE&I) is about 
more than hiring a diverse selection of people; it takes 
the right strategy, culture, and technology to succeed. 

For companies, the bottom line tends to be the top 
priority. To get companies engaged in DE&I, it’s critical to 
shift the focus from doing the right thing to seeing diversity 
as a competitive advantage for their business. 

Diverse organizations:
 ✱ Foster higher morale among employees.
 ✱ Attract more varied, insightful, and talented candidates.
 ✱ Perform better overall, including growth, profitability, and 
reputation.

Here’s how to strengthen your company from the inside out – 
improving financial performance, innovation, recruiting, and more.
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Does Diversity, Equity, and Inclusion 
Improve Business Outcomes?

found the following results:
 ✱ Ethnically diverse leadership 
teams are 36% more likely to 
be profitable.
 ✱ Companies with diverse 
management teams report innovation revenue 
19 percentage points higher than their less 

diverse counterparts.
 ✱  Every 10% increase 
in racial and ethnic diversity on the 
senior-executive team increases EBIT 
(earnings before interest and taxes) by 
0.8%.
 ✱ Businesses with a diverse workforce 
are 35% more likely to 
have financial 
returns above 
industry medians. 

By 2045, less than 50%1 of the U.S. population is expected to be comprised of white 
Americans. If your organization is not prepared for this reality, you will be left behind.

McKinsey & Company’s global study of more than 1,000 companies in 15 countries2 

36% 10% = .8%

35%

19%

https://www.pbs.org/newshour/nation/3-ways-that-the-u-s-population-will-change-over-the-next-decade
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters#
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 ✱ Companies in the top 25% 
in gender diversity are 15% 
more likely to have financial returns above 
industry medians. 
 ✱ Companies in the top 25% in both gender 
and ethnic diversity are 12% more likely to 
outperform all other companies.
 ✱ Companies in the bottom 25% in both gender 
and ethnic/cultural diversity were 27% less 
likely to experience profitability above the 
industry average. 

The numbers don’t lie.  
DE&I brings a wealth of 
advantages to businesses.

top 25%
15%

bottom 25%

top 25%
12%

27%
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DE&I is Part of a Smart 
Business Strategy 
Despite the evidence that diversity offers significant benefits 
for businesses, some companies are slow to adopt diversity 
programs. Others give these initiatives only a half-hearted 
effort. According to Elevating Equity: The Real Story of 
Diversity and Inclusion3:

 ✱ 40% of companies view diversity as a means of mitigating 
legal, compliance or reputational risks.
 ✱  32% of companies require some form of DE&I training for 
employees.
 ✱  75% of companies do not include DE&I in leadership 
development training. 
 ✱  76% of companies have no diversity or inclusion goals. 

Companies that fail to embrace diversity are likely to be left 
behind in a competitive market.

https://joshbersin.com/dei-research-report/
https://joshbersin.com/dei-research-report/
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Don’t Be All Talk, 
No Action
Declaring that your organization embraces 
DE&I has no value other than making you 
feel good about yourself. Authenticity is 
paramount. If you place a DE&I statement 
on your website or share it on social 
media, but your actions don't reflect this 
commitment, you will damage your brand 
reputation and possibly lose business. Don't 
just declare intent; share specific measures 
you plan to take and follow through. 
Empathy is great, but talk is cheap.

A smarter strategy is to act first, then share 
the results of the changes you have made.

While hollow words are to be avoided, 
transparency counts. Don’t hesitate to share 
your efforts in progress, even if they fail.

https://www.forbes.com/sites/carmenmorris/2020/07/07/statements-on-race-equality-what-will-you-do-next/?sh=1d4ec494fa0c
https://www.forbes.com/sites/carmenmorris/2020/07/07/statements-on-race-equality-what-will-you-do-next/?sh=1d4ec494fa0c
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Make Representation  
a Priority
One of the issues with diversity initiatives is that companies 
hire in good faith to increase the number of diverse hires, but 
not the power or position they hold. The result is an influx of 
highly diverse entry-level employees. But, if they are not in 
upper-level management or the boardroom, they don't have 
the influence to make significant changes to the organization.

When introducing or expanding DE&I in your organization, be 
sure your diversity committee or leadership is not comprised 
entirely of white men. 

By the same token, don’t expect diverse employees to fix a 
problem they did not create. Soliciting their input is essential, 
but don’t task them with developing a diversity strategy, 
particularly if you are not compensating them for it. 

Any DE&I efforts should include efforts to diversify 
representation at all levels of the organization. 

https://www.blackenterprise.com/rethink-diversity-hiring-middle-management/
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Give Diverse Employees 
Genuine Influence
Chief Diversity Officer positions are a growing 
addition to the C-suite, but a figurehead role is 
worse than none at all. 

Don’t wing it or expect minority staff to do the heavy 
lifting. If necessary, pay for consulting to develop an 
actionable strategy. Don’t create figurehead roles 
with no real power or influence. If you create a Chief 
Diversity Officer role, it should be on a level playing 
field with other C-level positions.

Create a diversity and inclusion strategy at the 
C-Level and hold leaders accountable for results.
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Change From the Inside Out 
Many companies lacking in diversity aren't operating out of ill-intent. 
They are simply not paying attention when they make decisions or 
don't know what to look for. Managers may believe that diverse 
candidates are being heard or unaware of what micro-aggressions are 
and their impact on employees. 

DE&I training shouldn't be viewed as a one-and-done event4. On the 
contrary, it should be an ongoing conversation in which employees 
can talk about their experiences openly and educational efforts can 
be adjusted as needed.

Look at your recruiting strategy and at the vendors you use if you 
are deeply committed to embracing diversity. Whether you are 
purchasing raw materials or partnering with a staffing firm, consider 
what they contribute to your diversity efforts. It is the best way to 
integrate DE&I into your organization.

Conducting a needs assessment when designing your DE&I program 
can help uncover specific areas in need of improvement.

https://www.fastcompany.com/90537483/avoid-these-8-common-mistakes-when-creating-a-di-policy
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Integrate DE&J Jnto 
Your Workplace
Make diversity training a regular practice, not an incident 
response, or it will be perceived as a punishment, 
not an initiative. DE&I programs should be aimed at 
changing behaviors, not punishing wrongdoers. There 
are disciplinary actions that can be taken if required. 
DE&I programs do not have to be traditional in-class or 
virtual workshops conducted by HR; they could include 
mentorship and sponsorship programs. 

Also, programs implemented in response to a scandal or 
crisis can be perceived as a one-time event rather than 
an ongoing commitment. They can appear inauthentic or 
as a Band-Aid solution.

Conducting training only when an employee is hired is 
not enough. Diversity must become part of your culture.
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Diversity Requires a Top-Down Approach 
ENGAGE LEADERSHIP 
DE&I is not just an HR issue. Diversity programs without leadership buy-in are bound to fail. 
To get all leaders on board with a DE&I program, you must quantify it for them. Show them 
numbers. They are most interested in ROI – how the program can make them more competitive 
and boost the bottom line.

QUANTIFY THE ADVANTAGES
Because diversity offers access to a broader range of talent, it can provide a real competitive 
edge. DE&I brings diverse world views, innovation, and unique insight, making organizations 
more effective, successful, and profitable.

Align Diversity Initiatives With Organizational Goals
 ✱ Identify your goals. “Workplace diversity” is too general.
 ✱ Customize your strategy. What works for another organization may not work for you.
 ✱ Don’t just go through the motions. A genuine commitment to actionable change is vital.
 ✱ Establish clear, measurable goals. Go beyond just diversity representation. 
 ✱ Be ready to adapt. The diversity program that seemed cutting edge in 2011 can be hopelessly 
outdated in 2021. 

Develop a scorecard to measure progress for recruiting, promotion rates, compensation, and turnover.
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Diversity Is Essential to 
Recruiting
Younger employees, who make up a substantial 
chunk of the workforce, expect inclusion to be part 
of their work culture. They will actively seek out 
organizations with a commitment to DE&I. They 
want to work with companies that are a realistic 
reflection of the population and are committed to 
making the world a better place. 
According to a survey by Glassdoor:

 ✱ 67% of job seekers said a diverse workforce is 
important when considering job offers. 
 ✱ 57% of employees think their companies should 
be more diverse. 
 ✱ 72% of women consider workforce diversity 
important.
 ✱ 89% of black respondents, 80% of Asians, and 
70% of Latinos said it was important to them.

Diversity strategies must be incorporated into 
recruitment, performance management, training, 
and leadership.

https://www.glassdoor.com/employers/blog/diversity/
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Boost Diversity by  
Working With a Recruiter
A recruiting partner can help you cover compliance issues, such as fair hiring 
practices, while delivering the many other benefits of a diverse workplace. With 
their experience, reach and network, they can help you develop a candidate 
pool that is diverse in race, ethnicity, gender, and worldview. And while they are 
working with you to cast a wider net, they can also help you to achieve supplier 
diversity objectives. 
Staffing and recruiting firms can help you build a more diverse pipeline of 
candidates to hire and retain an inclusive workforce. 
If you’re reading to take the next step in your DE&I initiative, contact a staffing 
and recruiting expert today. 
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