
Diversity, Equity and Inclusion: 
A People Imperative

Insights from the most inclusive benchmark of 
employee perceptions of DE&I
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the old playbook

Is Not Working
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How can we foster a 
more diverse, equitable 
and inclusive 
organization across all 
levels, roles and 
functions?

Does our brand and 
our client/customer 
experience manifest 
our values and 
address inequity?

How are we showing 
up and/or using our 
influence to 
demonstrate who we 
are and what we 
stand for? 

What are the risks 
and/or missed
opportunities of NOT 
acting to address 
inequity from the 
inside, out?

People are demanding

Real Change
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“DE&I Initiatives” are failing 
to live up to their promise
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United Minds & KRC Research 
wanted to understand...

How can organizations 
drive the most impact 
when it comes to DE&I?
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To find out, we built a new benchmark 
offering the most inclusive look at 
employee perceptions of DE&I.

Employees are increasingly becoming a powerful force in shaping brand reputation. According 
to our research, over the past year, more than half have used their personal platforms to speak 
out about their employers' practices, policies and positions – both positively and negatively.

We spoke to more than 1,500 employees who represent the following demographics:

INHERENT 
DIVERSITY

ACQUIRED 
DIVERSITY LEVEL

• Gender

• Race/ethnicity

• LGBTQ+ status

• Age

• Ability

• Military/veteran 
status

• Religious or cultural 
affiliation

• Parental status

• Education

• Individual 
contributors

• Managers

• Senior leaders

• Executives

JOB TYPE INDUSTRIES REGIONS

• Professional

• Service

• Trade

• Healthcare/Pharma

• Financial Services

• Technology

• Across industries

• US

• Canada

• UK

United Minds partnered with KRC Research to conduct a survey of 1,527 full-
time employees at large companies across three countries—Canada, United 
States and United Kingdom. This survey provides robust benchmarking data 
for the overall workforce across each of the three countries, as well as 
industry-level benchmarks for the Technology, Healthcare and Financial 
Services sectors. The final sample was weighted within each country to be 
demographically representative of the working population.

ABOUT THE 
RESEARCH
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Our Approach
Based on our deep expertise in DE&I strategy and organizational psychology, we developed a 
framework to test the top factors that shape how people feel about their work and workplaces.

By identifying key themes – and differences – across and between workforce communities we 
can learn what is driving these perceptions, who is most at risk and ultimately how to drive 
meaningful, lasting change.

PSYCHOLOGICAL 
SAFETY AND 
WELLBEING

GROWTH AND 
ADVANCEMENT 
OPPORTUNITIES

ORGANIZATIONAL 
CULTURE AND 
NORMS

TEAM 
BEHAVIORS

MANAGER 
MINDSET, TONE, 
BEHAVIOR

LEADERSHIP 
MINDSET, TONE, 
BEHAVIOR

COMMITMENT 
TO DE&I

INCIDENT 
PREVALENCE 
AND RESPONSE



Here’s what 
we found out…
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DE&I is a key driver 
of business outcomes
Often resourced as an HR imperative, employees recognize that investing in DE&I pays 

even more dividends when considered as part of a holistic business strategy.

believe a diverse, equitable and 
inclusive organization attracts 

high quality talent 
(60% strongly believe)

RECRUITMENT:

79% 

agree that it is important to them 
to work for an organization that 
values diversity and is equitable 

and inclusive 
(44% strongly believe)

RETENTION:

71% 

believe that DE&I initiatives 
improve the organization's 

reputation among customers 
(59% strongly believe)

REPUTATION:

80% 

believe DE&I initiatives 
improve the bottom-line 
(45% strongly believe)

ROI:

72% 

OUR RESEARCH SHOWS THAT: 
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WITH SIGNIFICANT DIFFERENCES AMONGST 
SELECT* EMPLOYEE POPULATIONS:

43% 40%

11% 14%

39% 38%

0%

20%

40%

60%

Hispanic
Employees

Differently-
abled

Military /
Veteran Status

Religious or
Cultural

Affliation

Trade
Professionals

< 2 Years

Only half of employees are very satisfied with 
their organization’s’ approach to DE&I

WITH SIGNIFICANT DIFFERENCES AMONGST 
SELECT* EMPLOYEE POPULATIONS:

*Note: featured employee populations represent those with an eight point or greater difference from the benchmark.

And more than a quarter of employees either don’t believe that, or aren’t sure 
if, their organization was working hard to build a diverse, equitable, and 
inclusive culture prior to the racial unrest in 2020.

48% 47%

86%

66%

0%

20%

40%

60%

80%

100%

Hispanic Employees Asian Employees Military / Veteran
Status

Immigrants

INHERENT DIVERSITY ACQUIRED DIVERSITY

INHERENT 
DIVERSITY

ACQUIRED 
DIVERSITY

JOB 
TYPE

TENURE

BENCHMARK

57%

BENCHMARK

29%
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16% 33% 

Bad behavior persists

NOT ENOUGH EMPLOYEES STRONGLY BELIEVE: 

34% of employees – including 39% of leaders – believe that DE&I 
initiatives are a waste of organizational time, effort and money.

Who they are… • Largely white
• Primarily men
• More likely to work in the U.S.

Why this matters… Leadership tone and behavior is the strongest predictor of whether or not 
employees are satisfied with their organization’s’ approach to DE&I.

AND YET,

either don’t believe that or are unsure 
if people treat each other civilly and 

respectfully 

either believe that or unsure if 
inappropriate jokes and behavior are 

tolerated

Men and women are 
treated equitably

People from all ethnic and 
cultural backgrounds have 
an equal chance to succeed

Racist, sexist and/or 
discriminatory or offensive 

language is not tolerated

58% 53% 56% 



11

Especially when it comes to

Discrimination, Harassment 
And Microaggressions 
Nearly half of all employees have personally experienced or witnessed discrimination, 
harassment and/or microaggressions within their work environment.

1 in 3
has experienced and/or witnessed 
microaggressions

1 in 3
has experienced and/or witnessed 
discrimination or unfair treatment

1 in 5
has experienced and/or witnessed 
verbal, emotional, physical and/or 
sexual harassment

TOP 5 REPORTED FACTORS:

35% 31% 23% 14% 13%

Age Sex
Race or 

ethnicity
Political 
position

Nationality 
or culture



12

EXPERIENCED WITNESSED

Microaggressions • Hispanic employees
• LGBTQ+ 
• Differently-abled
• Religious or cultural affiliation

• Executives
• Veterans
• Indigenous employees
• Differently-abled
• Religious or cultural affiliation
• Immigrants

Discrimination • Differently-abled • Indigenous employees
• LGBTQ+
• Veterans
• Disabled
• Immigrants

Harassment 
(verbal, emotional, 
physical, or sexual)

• 18–34-year-olds
• Hispanic employees
• LGBTQ+
• Disabled

• Black employees
• Differently-abled
• Immigrants

MOST LIKELY* TO HAVE EXPERIENCED 
AND/OR WITNESSED AN ADVERSE EVENT:

*Note: featured employee populations represent those with an eight point or greater difference from the benchmark.

1 in 4 employees who have 
experienced harassment, 
discrimination and/or 
microaggressions are 
looking to leave their 
organization in the next 
year … 3X the benchmark.

If there was one thing I could 
improve about my company 
culture, it would be to 
establish equal treatment and 
respect between men and 
women, including safety 
protocols and zero tolerance 
rules for assaults.

– SURVEY PARTICIPANT 
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It’s clear that 

organizations 
must do more 
to advance DE&I

Less than half of employees 
strongly agree that their employer 
is doing enough to advance DE&I, 
from the overall strategy and 
vision, to how that strategy is 
resourced and shared more 
broadly, to defining the role that 
every member in the organization 
must play to achieve that vision.

strongly believe 
their organization 
sets clear DE&I 
goals and 
objectives 

STRATEGY: 

46%
strongly believe 
their organization 
is investing 
sufficient time, 
human capital or 
money in DE&I

OPERATIONS: 

44%

strongly believe 
their organization 
adequately 
communicates its 
DE&I efforts

COMMUNICATION: 

48%

ACCOUNTABILITY:

strongly believe 
they receive 
updates on 
progress against 
DE&I goals and 
commitments

41%

strongly believe their 
peers, managers and 
leaders are clear on 
their role in 
advancing DE&I

strongly believe 
that their peers, 
managers and 
leaders are held 
accountable for 
doing so

39%41%
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Those who do not prioritize 
DE&I face significant risk

2 in 5 strongly agree that their organization 
promises more than it delivers when it 
comes to DE&I (42%), while 1 in 5 do not 
believe or aren’t sure if the language used 
in official communications is inclusive and 
professional (21%). Language matters, and 
can expose organizations to media 
scrutiny, alienation of employees, or worse.

1 in 2 strongly believe they would speak up 
or report if they witness inappropriate 
treatment of others (52%) and that Human 
Resources will swiftly and competently 
address complaints about discrimination, 
harassment or incivility (44%). Allowing 
bad behavior to go unchecked creates a 
toxic work environment and opens an 
organization to potential lawsuits.

1 in 2 are very satisfied with their current 
job (50%) and believe their organization 
has the capacity to attract, grow and 
retain diverse talent (55%). An 
organization’s ability to attract, develop 
and retain top talent is directly related to 
its ability to deliver on its mission.

REPUTATIONALLY: 

COMPETITIVELY: 

LEGALLY: 
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So, what can organizations do

To Advance DE&I?
Based on the data, we calculated the key factors that predict higher levels of 
employee satisfaction with their organization’s DE&I efforts, which in turn also 
predicts overall job satisfaction. 

To drive the most impact, our research shows that leaders should be focusing on 
building strategy, policies and practices to make improvements across four key areas:

Note: The pillars were identified through factor analysis, a statistical technique used to group similar items together, and 
linear regression, a statistical technique that measures the ability dependent variables to predict outcome variables.

INDIVIDUAL 
EXPERIENCE1

CULTURE AND 
INTERACTIONS2

MANAGER TONE 
AND BEHAVIOR3

LEADERSHIP AND 
ORGANIZATIONAL 
COMMITMENT

4
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WHAT IT TAKES WHAT TO LOOK FOR

INDIVIDUAL EXPERIENCE
Individuals must feel a sense of belonging and believe 
they have opportunities to grow.

Positive individual experience also requires physical and 
psychological safety—ensuring that individuals are not 
experiencing harassment, discrimination, or 
microaggressions.

▪ Feelings of inclusion and respect
▪ Work is valued and appreciated
▪ Opportunities to learn and grow
▪ Safety from harassment, 

discrimination and microaggressions

CULTURE AND INTERACTIONS
Success requires positive interpersonal dynamics—
employees accept one another for who they are, view 
differences as opportunities for learning and resolve 
conflict effectively.

Achieving a positive culture requires operating with 
civility and respect and maintaining zero tolerance for 
offensive language and behavior.

▪ Recognition that all team members 
bring valid points of view

▪ Openness to new ways of solving 
problems

▪ Effective conflict resolution
▪ Offensive language and behaviors 

are not tolerated

MANAGER TONE AND BEHAVIOR
Strong managers demonstrate the importance of DE&I in 
both word and deed, creating an environment where all 
team members can contribute their full potential and 
take swift action to address discrimination, harassment 
or uncivil conduct as it occurs.

Managers who …
▪ Encourage candid conversations
▪ Seek to understand other viewpoints
▪ Invite different thoughts and 

opinions
▪ Take decisive action when incidents 

occur

LEADERSHIP AND ORGANIZATIONAL 
COMMITMENT
Starting from the top down, organizations set clear goals, 
invest sufficient resources and hold themselves 
accountable for DE&I outcomes. Leaders demonstrate 
personal commitment to DE&I and model inclusive and 
respectful behavior.

Employees see equity and inclusion in action and believe 
that people of all backgrounds have equal opportunity 
for success. Satisfaction suffers when employees feel the 
organization promises more than it delivers.

▪ Organization sets clear goals & 
objectives

▪ Organization makes meaningful 
investment

▪ Employees are treated equitably
▪ Leadership models inclusive and 

respectful behavior

The top actions that drive 

Employee Perceptions of DE&I
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The culture of any organization is 
shaped by the worst behaviors the 
leader is willing to tolerate.

- GRUENERT & WHITAKER



… a comprehensive solution for DE&I leaders looking to define, resource and 
amplify their DE&I strategy and storytelling while at the same time protecting 
against risk.

Built from our proprietary benchmark, our data-driven, human-led approach has 
been designed to drive business outcomes based on insights from those who matter 
most: employees, customers and communities.

Introducing…
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The Code+ify approach to

Achieving DE&I Impact

INSIGHTS

Leverage data, including 
our proprietary benchmark, 
to understand the external 
and internal realities that 
impact every person an 
organization touches; from 
employees, to customers to 
communities.

STRATEGY

Shape an approach to 
address these insights in 
the short-and long-term, 
based on action and tied to 
business objectives.

OPERATIONS

Assess organizational 
structure to ensure the right 
resources are in place to 
achieve success.

COMMUNICATIONS

Inspire belief in the DE&I 
strategy through authentic 
storytelling built on a 
promise that will motivate 
internal and external 
stakeholders to action.



Our philosophy:

Advancing DE&I (and 
unlocking the value) 
requires meaningful action 
from the inside, out.
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DE&I needs to be built from and live at the center of every organization with broad 
and deep accountability for continued commitment and advancement. It must 
become part of the DNA of every organization, part of the operational fiber, part of 
the organizational conscious – it must be core to the brand. 

Successful DE&I strategies should be built for long-term impact and work best 
through the lens of transformation. The most reliable results happen when internal 
stakeholders are educated and well-equipped to practice inclusion throughout the 
organization. Everyone understands that they have a role to play. Every action and 
decision is made through the lens of doing what is inclusive, equitable and 
supportive of diversity inside, outside and across the business. This is how you get 
to a truly diverse, inclusive and equitable culture. 

MISSION, 
VISION & 
VALUES

Identifying and building beliefs, behaviors, norms

Designing and reviewing systems, processes, structures

Positioning and promoting products, services, practices

Selecting and reviewing partners and institutions; 
connecting with consumers 
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A Comprehensive Approach 
Requires a Cohesive Team

Code+ify brings together our deep expertise in DE&I coupled with our ability to 
transform organizations, brands and communities.

Our team includes organizational psychologists, business strategists, change management 
and DE&I practitioners, data and analytics experts, creative communicators, and corporate 
reputation builders. We unite different areas of expertise to create holistic solutions. 

Integrated 
Media 

DE&I

CULTURE & 
TRANSFORMATION

BRAND & 
REPUTATION

SOCIAL 
IMPACT

Creativity & 
Communications

Research & 
Analytics



Realizing the promise of progress for people everywhere 
requires a recognition that DE&I is the key to long-term 
growth and transformation. It is the responsibility of every 
organization to answer the urgent call for change.

The time to act is now.
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supported by

Our management consultants, business strategists, DE&I practitioners, 
communicators and HR professionals know how to harness the power of 

your people to solve your most critical business challenges.

Our PR roots allow us to break 
through the noise with creative, 
digital and social solutions that incite  
employees to recommit, engage and 
advocate on your behalf.

KRC Research is our full service global 
public opinion research consultancy with  
quantitative and qualitative market 
research solutions to inform strategic 
decisions and optimize your strategy.

Tai Wingfield 
DE&I Practice Lead and EVP, United Minds 

tai.wingfield@unitedmindsglobal.com 

@UnitedMinds /Company/United-Minds

Kate Bullinger
CEO, United Minds

kate.bullinger@unitedmindsglobal.com

Anthea Hoyle
North America Practice Lead and EVP, United Minds

anthea.hoyle@unitedmindsglobal.com

Stephen Duncan
EMEA Practice Lead and EVP, United Minds

stephen.duncan@unitedmindsglobal.com

Rodolfo Araujo
Latin America Practice Lead and EVP, United Minds

rodolfo.araujo@unitedmindsglobal.com

Emily Caruso
SVP, United Minds

emily.caruso@unitedmindsglobal.com

ContactUs@unitedmindsglobal.com

FOR MORE INFORMATION, PLEASE CONTACT: 


