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Top U.S. states, territories or other North American 
countries of respondent organizations’ headquarters (588)

All Others

26%

CA

16%

DC

13%

NY

12%

MD

6%VA

5%

WA

5%

IL

5%

PA

3%

MO

3%

TN

3%

Top 3: California, DC and New York
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Total operating budgets of respondent organizations (588)
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Current employee headcount of respondent organizations
Data includes full or full-time equivalent positions only. Does not include temporary employees, consultants or 
independent contractors.

75 or 

less

61%

76-250

24%

More than 

250

15%
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Primary mission focus of respondent organizations
Top 10

Children, Youth & Families

Human Services

Education

Advocacy/Legal/Policy

Healthcare

Environmental

Associations

Arts & Culture

Diverse Abilities

Human Rights

10

9

8

7

6

5

4

3

2

1
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On average over 72% 

of organizations have 

prioritized DEI

40%

Have prioritized justice

17%

Have a formal DEIJ strategy

23%

Have a formal DEIJ budget

40%

Have a formal DEIJ statement

The following describes my organization’s commitment to 
diversity, equity, inclusion and justice (DEIJ). 
Respondents were able to select all that apply. 
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Over 72% of organizations 

have prioritized DEI

48%

Have featured DEI or J as an 

organizational core value

41%

Feature DEIJ in their strategic 

plan

45%

Have offered DEIJ training

The following describes my organization’s commitment to 
diversity, equity, inclusion and justice (DEIJ). 
Respondents were able to select all that apply. 

53%

For those who didn’t prioritize: a 

lack of DEIJ has impacted my org
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The PRIMARY driver for creating our formal DEIJ strategy was:

Top 3 results from 2021 data: Not applicable (25%) seeking improved organizational results (23%); needing to improve diversity at staff levels (11%) 
Top 3 results from 2019 data: Other (30%); Lack of diversity at leadership levels (20%); Diversity of thought (19%)

43%
Working to address 

identified opportunities 

to become more a 

diverse, equitable, 

inclusive and just 

organization
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Our organization has a staff person who is solely responsible 
for our DEIJ efforts.

Results from 2021 data: Yes (21%) ; No (79%)
Results from 2019 data: Yes (22%); No (78%)
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Organizations indicated that the staff person responsible 
for DEIJ is appropriately resourced/positioned within the 
organization to support organizational change.
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Ultimate accountability for our organization’s DEIJ 
strategy/initiatives belongs to:

Top 3 results from 2021 data: Leadership team (41%); President/Executive Director/CEO (30%); Chief Human Resources/Talent Officer/Vice President of HR (14%)

46%

Our President & CEO or 

Executive Director
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Our organization formed a work team or task force 
focused on DEIJ.
Respondents also indicated if there is a senior leadership advocate who sits on the team or task force.

Results from 2021 data: Yes, with a senior leadership advocate (49%); No (44%); Yes, but no senior leadership advocate (7%) 
Results from 2019 data: No (54%); Yes, with a senior leadership advocate (41%); Yes, but no senior leadership advocate (5%)  

Yes

70%

No

30%
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The diversity of my organization’s staff reflects the 
communities we serve.

Results from 2021 data: Yes (53%); No (47%)
Results from 2019 data: Yes (57%); No (43%)
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My organization has implemented the following metrics to measure 
progress with DEIJ efforts/initiatives.

Top 3 results from 2021 data: We have not implemented any diversity metrics (44%); Race/gender/age and/or diverse ability metrics (42%); Inclusion metrics (present within workplace culture/staff satisfaction 
surveys) (28%) 
Top 3 results from 2019 data: We have not implemented any diversity metrics (55%); Race/gender/age metrics (36%); Pay gaps (16%)

Respondents were able to select all that apply. 

50%

General race, gender, diverse 

ability demographic metrics

26%

We have not implemented any

DEIJ metrics
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Data gathered from metrics are shared with the following:

Top 3 results from 2021 data: Senior management (65%); Board (61%); All staff (48%)
Top 3 results from 2019 data: Senior management only (28%); Board and senior management only (25%); Board, senior management and staff (25%)

Respondents were able to select all that apply. 
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My organization has provided DEIJ training to the 
following stakeholder groups:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Staff (59%); Leadership (52%); All of the above (36%)
Top 3 results from 2019 data: Staff (43%); Leadership (41%); None of the above 
(30%)

79%

Staff

35%

Board

73%

Leadership

18%

External Stakeholders
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My organization has offered the following DEIJ training 
options:
Respondents were able to select all that apply. 

Results from 2021 data: General diversity training (47%); Implicit/unconscious bias training (38%); We have not offered any DEI training (32%)
Results from 2019 data: General diversity training (51%); Implicit/unconscious bias training (40%); We have not offered any DEI training (31%)

65%

General DEI Training

60%

Implicit Bias Training
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The following diversity challenge(s) apply to my organization's 
talent management function:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Attracting a diverse pool of candidates (66%); Creating and/or maintaining a culture of inclusiveness among all staff (60%); Implementing engagement practices for a diverse staff (49%)

74%

Attracting a diverse 

pool of candidates
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My organization has changed its HR/talent management 
practices within the last year to realize greater:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Diversity (44%); Equity (44%); Inclusion (40%)

65%

Diversity

54%

Inclusion

62%

Equity

48%

Belonging
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Practices/policies that my organization has changed.

Respondents were able to select all that apply. 

Top 3 results from 2021 data: Interviewing/hiring (63%); Leadership development practices (39%); Engagement and retention practices (37%) 
Top 3 results from 2019 data: Hiring practices/policies (38%); Interviewing practices/policies (28%); Compensation and benefits practices/policies (9%); Performance management practices/policies (9%)

70%

Interviewing/Hiring Practices
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The following DEIJ challenge(s) apply to my organization's 
structure:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Obtaining and/or maintaining diversity at senior leadership levels (68%); Obtaining and/or maintaining diversity on the board (68%); Establishing accountability for diversity objectives, initiatives or programs (54%)
Top 3 results from 2019 data: Realizing racial/ethnic diversity (42%); Creating safety for management/staff facing challenges with openly discussing diversity (16%); Realizing diversity based on background/experience (11%)

62%

Diversity at Senior Leadership 

Levels

54%

Accountability for DEIJ

54%

Board Diversity
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The COVID-19 crisis impacted our organization in the 
following ways:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Not adjusted approach (53%); Adjustments to prioritize/reprioritized diversity objectives, programs and/or initiatives (38%); Have, or expect to, increase diversity budget (14%) 
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Ongoing racial justice and equality challenges impacted my 
organization in the following ways:
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Adjustments to prioritize/reprioritized diversity objectives, programs and/or initiatives (63%); Have not adjusted their approach (28%); Have, or expect to, increase diversity budget (28%) 
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Employee stakeholder groups leading DEIJ efforts due to 
racial justice and equality events.
Respondents were able to select all that apply. 

Top 3 results from 2021 data: Senior leadership staff (81%); Junior staff (25%); Other (15%)
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I believe my organization is making good progress toward 
our DEIJ goals.

Strongly Agree Agree Somewhat Agree Disagree

Strongly Disagree

0% 25% 50% 75% 100%

Progress toward DEIJ Goals 
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Tips for Taking Action with DEIJ
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Top 10
DEI



DO DON'T

GROUND YOUR 

ORGANIZATION 

IN A SHARED 

MEANING 

AROUND DEI

ASSUME 

EVERYONE 

UNDERSTANDS DEI  

AND IS  STARTING 

IN THE SAME 

PLACE

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N

10



GA IN CLA RITY A BOUT 

WHY YOU WA NT TO 

ENGAGE IN  DEI  WORK 

A ND HOW IT  CONNECTS 

TO YOUR MISS ION

ENGAGE IN  SPORADIC 

DEI  WORK BECAUSE IT  

IS  ON TREND OR IN  

REA CTION TO 

PROMINENT EV ENTS

9

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



PROMINENTLY 

SHA RE YOUR 

COMMITMENT 

TO DEI  A CROSS 

YOUR V IRTUAL 

FOOTPRINT

A LLOW YOUR DEI  

COMMITMENT TO 

BE  A BSENT OR 

BURIED ON YOUR 

WEBSITE

8

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



POSITION DEI  AS A 

LONG-TERM 

JOURNEY THAT IS  

CONNECTED TO THE 

STRATEGY & 

MISSION

EXPECT 

IMMEDIATE DEI  

OUTCOMES

7

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



GATHER 

DEMOGRAPHIC DATA 

AND TRENDS TO 

INFORM STRATEGY 

AND ACTIONS 

HIDE OR 

SUPPRESS 

DEMOGRAPHIC 

DATA

6

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



INVOLVE DIVERSE 

IDENTITIES ,  VANTAGE 

POINTS ,  LEVELS AND 

ROLES IN DEI  

STRATEGY DESIGN

ENLIST A SMALL 

GROUP AT THE TOP 

OF THE 

ORGANIZATION TO 

DESIGN STRATEGY
5

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



H O L D  S E N I O R  L E A D E R S  &  

P E O P L E  M A N A G E R S  

A C C O U N T A B L E  T O  D E I  

A N D  S E T  T H E M  U P  F O R  

S U C C E S S

P L A C E  T H E  S O L E  

R E S P O N S I B I L I T Y  O F  D E I  

W I T H I N  H R  O R  A  D E I  

F U N C T I O N  T H A T  H A S  

N O  P O W E R  T O  C R E A T E  

R E A L  C H A N G E  4

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



S P E N D  T I M E I N  

D I S C OVE RY  &  

A S S E S S ME N T T O  

U N D E R S TAN D T H E  

C U R R E NT S T A T E  O F  

D E I

C R E A TE  S T R A TEGY  A N D  

T A K E  L A R G E - S CAL E  D E I  

A C T I ONS  W I T H OU T 

U N D E R S TAN DING 

C UR R E NT S T A T E

3

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



HAVE A 

WRITTEN 

STRATEGY & 

PLAN TO GET 

INTO ACTION

CREATE A DEI  

STATEMENT AS 

A SINGLE 

ACTION

2

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N



ENGAGE PEOPLE FROM 

A LL  IDENTIT IES  A ND A T  

A  V A RIETY OF LEV ELS  

TO SOLV E FOR DEIJ  

I SSUES

EXPECT THE PEOPLE 

OF COLOR IN  YOUR 

ORGANIZATION TO 

SOLV E A LL  DEIJ  

I SSUES

1

DO DON'T

D I V E R S I T Y  
E Q U I T Y  &  

I N C L U S I O N
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Thank you!
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Emily Holthaus

Managing Director, Diversity, Equity & Inclusion

eholthaus@nonprofithr.com

Antonio Cortes, PhD

Senior Consultant, Diversity, Equity & Inclusion

acortes@nonprofithr.com

nonprofithr.com

Contact Us

mailto:eholthaus@nonprofithr.com

