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About Our Respondents

The invitation to participate went out to 
thousands of DEI practitioners, and almost 
400 respondents took our survey. We are 
grateful to those who answered our call and 
shared their experience with us. Our 
respondents represent dozens of industries 
and work in organizations ranging in size 
from just a few people to thousands of 
employees all over the globe. 

Moreover, over half of study participants 
hold  senior leadership/executive positions 
in their organization, and many have Chief 
Diversity or similar titles.

Number of Employees

n=388



About Our Respondents

Industry Representation

n=388



About Our Respondents

Role in Organization

This data represents organizations that already have a DEI practitioner on staff and/or are already engaging in DEI efforts. The metrics would 
likely look very differently for companies that are just considering engaging with or are minimally involved with diversity, equity, and inclusion 
initiatives.

n=388



Global DEI spend continues to grow

There is no denying the important roles that diversity, 
equity, and inclusion (DEI) play in the workplace, and the 
influence they have on all aspects of business, from 
employee engagement and belonging to innovation and 
profitability. The amount of resources committed to DEI is 
growing exponentially. The global market for Diversity and 
Inclusion is estimated at $9.3 billion in the year 2022, and 
is projected to reach $15.4 billion by 2026. 



DEI has a positive impact on multiple 
key performance indicators

In our own research, we are seeing that organizations that commit to 
their DEI journey are significantly more likely to improve on multiple key 
metrics like representation, belonging, and strategic alignment. Despite 
concerted efforts, the challenges to DEI in the workplace remain 
numerous and complex, and the work is hardly complete. A plethora of 
opportunities remain, and organizations should galvanize all levels of 
the workforce and engage them in comprehensive DEI initiatives in 
order to sustain momentum and realize tangible changes. 



The DEI landscape remains fragmented, and no two organizations are alike. With so many issues, and so many opportunities 
to implement DEI initiatives, where do you start? It can be tempting to begin this work with a strong and public commitment 
to one of the most pressing issues facing us today, such as racial equity. While it is absolutely crucial to identify your 
organizations̓ stance and commit resources to these problems, your DEI work should begin with a step many consider 
trivial or even unnecessary—aligning on the definitions of diversity, equity, and inclusion and defining your DEI goal. In 
our research,  we found that 4 out of 10 organizations still do not have a DEI-focused mission or an established definition of 
diversity. While these terms seem intuitive, their interpretation can be highly subjective and personal, leading to wasted 
efforts and missed opportunities.

Organizational alignment is the first step on your DEI journey

DEI Initiatives Currently Have:



Despite DEI efforts, much work remains in 
leadership representation
Representation of women and ethnic minorities in leadership positions can serve as a good indicator of an organizations̓ 
commitment to DEI efforts. Based on analysis of data from ISS Corporate Solutions, women and minority board members are more 
likely than white men to bring experience with corporate sustainability and socially responsible investing, government, sales and 
marketing, and technology in the workplace to their boards. 
However, progress remains slow - the Fortune Global 500 reported an all-time high of just 23 women CEOs in 2021, including just six 
women of color. Multiple research studies found that white men still continue to dominate top executive roles, whilst diverse leaders 
tend to “hold less influence, have lower salaries and are less likely to be on track to c-suite roles.”

In our own research, the numbers look encouraging at first glance, with the robust 53% of women and 31% of ethnic minorities in 
leadership positions. However, when we look at the data by size of the entity, we find that larger organizations still lag behind with a 
double-digit disparity compared to small and medium organizations.

https://www.independent.co.uk/topic/leaders
https://www.independent.co.uk/topic/salaries


All employees should take responsibility for diversity, 
equity, and inclusion in their organization

Diversity and inclusion work is often seen as 
something owned by a particular person or 
department (most frequently HR or senior 
leadership). In 2022, only 4 out of 10 respondents 
said that DEI is the responsibility of all employees 
in the organization. While it is imperative that 
senior leadership and HR empower and promote 
DEI efforts, we are hoping that more 
organizations challenge this belief, and embed 
diversity and inclusion into the everyday life of 
the company. 

Whose Responsibility is DEI?



Treating DEI as an afterthought leads to disengagement

However, we want to caution organizations against tacking DEI responsibilities onto your existing employeesʼ 
daily workload, and especially against implementing the “minority tax”—asking your diverse employees to 
volunteer substantial time to DEI efforts. This labor often goes unrecognized, uncompensated, and 
unrewarded, and syphons time away from personal and professional growth. The result can be employee 
disengagement, which may severely undermine your DEI efforts. 

Having a dedicated DEI team, holding senior leadership accountable for these efforts, and empowering and 
encouraging employees to engage in and take responsibility for building inclusive cultures are all key to the 
success of your DEI efforts.



Smaller organizations are more likely to see the positive impact 
of DEI initiatives When embarking on your DEI journey, 

it can be difficult to gauge which DEI 
initiatives have a non-trivial impact. 
Based on our results, DEI initiatives are 
especially effective at positively 
impacting communities and changing 
organizational cultures, and are least 
effective at developing and retaining 
diverse talent. 
Generally, smaller organizations are 
more likely to see the impact of DEI 
initiatives, especially when it comes to 
people resources.

Takeaway:
Increasing representation is a great 
objective, but “chasing numbers” can do 
more harm than good in the long run. One  
of the most important pillars of recruiting, 
retaining, and developing diverse talent is 
creating inclusive cultures that allow them 
to be full participants in the life of the 
organization. 

all



“Smaller companies don't necessarily need huge initiatives to hire a 
diverse set of talented people as long as the principles of diversity are 

part of the culture and leadership.”



ERGs are an important tool to grow your DEI efforts

Employee Resource Groups/Business 
Resource Groups can help you 
advance DEI work. ERGs can not 
only amplify the voices of 
underrepresented groups, they can 
also become the catalysts of new 
recruiting efforts, professional and 
leadership development, 
community-building liaison work, 
culture definition, and more. They 
can be especially effective at 
aligning organizational and 
diversity strategies while providing 
a myriad of additional benefits.  
Larger organizations are more likely 
to provide these resources to their 
employees, and a majority of smaller 
companies (100 or fewer employees) 
report not having ERGs/BRGs.

ERGs/BRGs



Equity is a way for organizations to achieve equality
Organizations involved in DEI often focus their efforts on increasing representation (diversity) and building cultures where employees 
belong (inclusion). Few dedicate significant resources to the “E” part of DEI—Equity. This is not surprising given that many think of 
equity in terms of equal hiring practices and compensation. But equity is a way for organizations to achieve equality by recognizing 
that not everyone begins from the same starting point, and taking the needs and struggles of individuals into account when making 
decisions related to inclusion and workplace diversity. In our study, 1 in 5 respondents stated that equity was not a priority in their 
organization. In equity work, it is important to not only identify opportunities and disparities that exist, but also to understand why 
they exist in the organization and solve for any underlying factors contributing to the disparities.

Non-Priority Consideration Work Begins Significant 
Progress

Full Integration



Data can provide objective pillars for your DEI strategy

When embarking on your DEI journey, it can be difficult to gauge which DEI initiatives have a 
non-trivial impact. While true progress in DEI can be complex to measure, one thing is certain: 
organizations need to go beyond filling quotas. Companies are familiar with KPIs (key 
performance indicators) when it comes to operations or marketing, and data absolutely has a 
place in your DEI work. 

Listening to the voices of your stakeholders and adjusting your initiatives based on their 
feedback  is absolutely essential to achieve diverse, equitable, and inclusive environments. In 
our research, a vast majority of respondents (4 out of 5) reported having some mechanism for 
collecting feedback, such as surveys, focus groups, and townhall meetings. Although only 
about 1 in 3 do it currently, measuring “soft” metrics—such as belonging, feeling valued, and 
having a voice—is recommended in order to identify opportunities in organizational culture 
and building initiatives to address the gaps. 

It is important to keep in mind that when you are incorporating data into your DEI work, you 
must allow for the possibility that it might disprove existing hypotheses, not just confirm them.

How DEI Feedback is Collected 

“If there is a true desire to work on DEI initiatives then our 
organization should take seriously obtaining input regarding the 

true experiences and feeling of diverse employees.”



“DEI backlash is real, and that would be helpful for folks to understand—what 
it is and how practitioners are dealing with it, adding to the weight of DEI 

work!”



Budgetary concerns remain prevalent in DEI
DEI fatigue is often exacerbated by lack of human and budgetary resources to implement these initiatives.  The issue is 
especially evident in non-profit organizations (likely due to lower overall financial resources) and larger organizations 
(possibly due to prioritization of other initiatives and goals). 

Allocating minimal resources to your DEI efforts can send a message that diversity, equity, and inclusion are not a priority 
and signal to employees that your efforts are performative rather than genuine. Resolving DEI fatigue begins with 
identifying the biggest pain points in your organization and selecting measures that can help counter them. It is 
crucial that dedicated resources, including budget, are available for your DEI work. 



“DEI work is very challenging and slow moving. As an organization with 
limited funding and resources, we don't (at the moment) have the ability 
to bring on a full-time staff dedicated to DEI. Although, this is something 

that we have begun to consider and will need to prioritize in the 
upcoming years. ”



In our study, respondents held various 
DEI-related positions such as VIP DEIB, 
Diversity and Inclusion Officer, CDIO, Global 
Head of Inclusion and Diversity, and others. 
Many titles, although DEI-related, did not 
include the words “diversity,” “equity,” 
“inclusion,” or “belonging,” such as the 
traditional CEO/Owner/Principal, but also the 
more unique “Chief Impact Officer” or 
“Director, People and Culture Development.”

DEI Professionals Profile 
Title Includes “Diversity,” 
“Equity,” “Inclusion,” or 

“Belonging”



The majority of DEI practitioners have been in 
their current role for over a year, with 17% staying 
in the position for 7 years or longer. 

Only about 1 in 5 makes over $200,000 in their 
role, with about 40% earning less than $100,000 for 
their work. Not surprisingly, larger compensation 
correlates with larger organizational size. 

DEI Professionals Profile Total Compensation

Time in Role



Want to Connect?
Engaging Diversity Crew is an investment in expanding 
your organization's DEI efforts.  Our proven client 
engagement process is designed to help leaders and 
organizations who want to proactively understand and 
address DEI, both in their organization and in the 
community where the organization is working. 

Our DEI practitioners meet organizations where they are 
and move them forward in DEI through:

● Research/ Strategy
● Consulting
● Coaching
● Training/ Speaking
● And more! 

Contact us today and get started! 

O: 469.209.5113
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