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D&I Compliance Strategies, Plans and Approaches



Shifting D&I strategy from compliance to imperative

• The success of D&I efforts can no longer be 
measured in terms of the color and 
composition of the workforce: they must 
amount to real business results that create 
competitive advantage.

• Understanding the global talent landscape 
and the potential impact of a 
comprehensive D&I strategy can help 
companies shift the paradigm of diversity 
from compliance driven and ‘the right thing 
to do’ to a critical enabler in executing an 
effective business strategy.

• A strategic approach to D&I compliance and 
maturity involves assessing the current state 
of the workforce and workplace,  
articulating a desired future state, and 
designing a strategy and plan to achieve 
desired outcomes.  

Source: Deloitte

https://www.slideshare.net/HireImmOttawa/leading-by-example-the-case-for-making-diversity-part-of-your-business-strategy-by-kate-morican-associate-partner-deloitte


Components of the D&I planning framework

Source: edmonton

✓ Informed and committed leadership 

✓ Comprehensive scope of goals and activities 

✓ Integration of objectives within business plans  
throughout the organization 

✓ Dedicated resources 

✓ Focused education and training opportunities

✓ Policy review and development 

✓ Shared responsibility and individual 
accountability

✓Measurement and evaluation

https://www.edmonton.ca/city_government/documents/Final_Diversity__Inclusion_Framework__Implementation_Plan.pdf


Best practices: Writing the D&I strategy

➢ Understand market context and identify priority issues for attention, key drivers, and risks

➢ Articulate the business case for D&I and what diversity, equity, and inclusion means for the organization

➢ Obtain leadership buy-in and support

➢ Assess the current state of the organization through a D&I lens

➢ Develop a D&I roadmap 

➢ Establish measurable goals and objectives

➢ Engage internal stakeholders to establish common ownership and commitment to the D&I strategy

➢ Assign roles and responsibilities

➢ Develop action plans and timelines for carrying out D&I goals

➢ Monitor and report on progress 

➢ Communicate accomplishments, D&I impact and ROI

➢ Review and update the strategy to ensure it remains relevant and forward thinking



Best practice: Understand the market

➢ Analyze how the organizational brand is perceived in the market through forums such as 
Glassdoor, LinkedIn, Monster, Facebook, and how these perceptions impact business 
outcomes in areas including employee attrition, onboarding of diverse employees, and 
change in revenue.

➢ Conduct internal and external benchmarking to identify leading and innovative D&I 
practices.

➢ Analyze the impact of the D&I strategy on business objectives.

➢ Compare performance against other leading-edge companies in the industry.

➢ Continually ask: what can we stop doing, what should we start doing, and what should we 
do more of—to drive business impact. 



Developing the D&I Strategy: Guiding Principles

Source: Deloitte

https://www.slideshare.net/HireImmOttawa/leading-by-example-the-case-for-making-diversity-part-of-your-business-strategy-by-kate-morican-associate-partner-deloitte


Source: Bersin

https://www.forbes.com/sites/joshbersin/2015/12/06/why-diversity-and-inclusion-will-be-a-top-priority-for-2016/#652399ce2ed5


Best practice: Collect data and measure progress

A strategic approach to assessing D&I 
compliance and maturity begins with 
understanding the current state of the 
workforce, workplace, and organizational 
culture.  

This entails gathering, analyzing, and 
leveraging data to establish a basis by 
which to define meaningful D&I goals and 
measure their attainment. 

Most organizations track employee 
demographics (e.g. gender), unfortunately, 
far fewer measure discrepancies in 
compensation, promotions, or customer 
feedback based on these attributes.  

Source: Deloitte

https://www.slideshare.net/HireImmOttawa/leading-by-example-the-case-for-making-diversity-part-of-your-business-strategy-by-kate-morican-associate-partner-deloitte


Source: DBP Conference - Deloitte

Importance of data in driving results

https://www.diversitybestpractices.com/sites/diversitybestpractices.com/files/attachments/2017/02/kristen_puchek_deloitte_ppt.pdf


Creating the D&I roadmap

Source: Communitybusinessobjective

http://dsf.communitybusiness.org/the-framework/


Plan implementation requirements

Resources for Implementation 
(people and money)

Human and financial resources 
are necessary to implement the 
D&I framework. 

Communication and awareness 
building activities, monitoring, 
reporting and recognition efforts 
also require resources to ensure 
their completion. 

Capacity for Implementation  
(Capabilities & Competence) 

Training and time are required  to 
further develop the capabilities  
and competencies needed to meet  
the corporate goals of building a 
diverse and inclusive workforce. 

D&I training can be delivered at 
corporate, department or business 
area levels using internal and 
external resources. 

Time for Implementation 

Achieving the goals of the D&I 
framework require leadership support 
and dedicated staff attention over a 
period of time. 

As with any organizational change, 
individuals need time to learn how to 
implement D&I activities.  Managers 
and supervisors will need time to 
review progress reports and provide 
feedback, support, and guidance in  
their departments.

Source: edmonton

https://www.edmonton.ca/city_government/documents/Final_Diversity__Inclusion_Framework__Implementation_Plan.pdf


Moving from Compliance to Maturity



Evolution to Diversity Maturity

Shift from compliance mindset and focus on affirmative action 
and equal opportunity to organization-wide recognition of 
diversity as value-added and source of competitive advantage.

D&I is aligned with business goals; drives innovation, and is 
directly responsive to consumer needs and expectations.

D&I practices are embedded in the company’s policies, 
practices, and training.

Affinity groups and ERGs inform decision-making and drive 
business priorities.

Competition is external not internal. 

The workplace is designed to foster teamwork and 
collaboration through open workspaces, virtual meeting 
capabilities, consensus-driven decision-making.

In-depth mentoring and sponsorship opportunities are 
equitable across age groups, ethnic groups, gender groups.

There is increased diversity representation among the 
organization’s board, officers, partners, managers and 
directors.

Source: Humancapitalmedia; PwC

https://www.slideshare.net/humancapitalmedia/724-tm-aptfinalslidesv2
https://www.pwc.com/gx/en/services/people-organisation/global-diversity-and-inclusion-survey/cips-report.pdf


From D&I Compliance to Maturity

Source: Mercer

https://www.mercer.com/content/dam/mercer/attachments/global/webcasts/when-employees-thrive-holistic-approach-to-diversity-and-Inclusion-mercer.pdf


• Treat D&I as business-critical, not compliance-necessary. 

• Move beyond diversity to inclusion and diversity. 

• Prioritize inclusive leadership and leaders who demonstrate behaviors 
such as courage, curiosity, and cultural intelligence.  

• Reinforce an inclusive culture by integrating demographic diversity and 
diversity of thought into decisions that impact talent acquisition, 
promotions, succession planning, and leadership development. 

• Provide D&I resources that empower individuals to take action and bring 
their authentic selves to work.

• Manage unconscious bias and leverage the support of mentors and 
sponsors. 

• Create accountability by sharing strategic measurements about D& related 
activities and their impact, and have senior leaders report 
accomplishments on an ongoing basis. 

• Tie compensation to D&I outcomes.

• Communicate D&I as a critical component of the organization's business 
strategy through all communications and reporting relationships.

Tips from Bersin to achieve inclusive culture

Source: Bersin

https://www.prnewswire.com/news-releases/new-deloitte-research-identifies-keys-to-creating-fair-and-inclusive-organizations-300455164.html


Source: DBP Conference - Deloitte

Has the organization achieved inclusive leadership?

https://www.diversitybestpractices.com/sites/diversitybestpractices.com/files/attachments/2017/02/kristen_puchek_deloitte_ppt.pdf


D&I maturity: Leadership 

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Training

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Recruitment

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Metrics

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Communication and engagement

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


Best practice: Conduct stay interviews to test culture

Stay interviews provide diverse employees an opportunity to share what is going right with inclusion effort, as 
well as their perceptions of what could be done to improve workplace culture. 

Consider carefully the timing of these interviews and whom should be included. One recommendation is to 
conduct stay interviews with all employees after they reach their third-year anniversary. 

Stay interviews should be separate from standard performance interviews and performed in association with 
overall human capital and other recruitment and retention initiatives. 

Examples of questions to ask during a stay interview include:

• What keeps you here?

• What would make you leave the company?

• If you could change one or two things about our organization,  what would they be?

Source: AICPA

https://www.aicpa.org/Career/DiversityInitiatives/DownloadableDocuments/Recruitment-Retention-Toolkit.pdf


D&I maturity: Accountability

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Work-life integration

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Performance management 

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Advancement of underrepresented groups

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Pipeline development

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


D&I maturity: Mentoring

Source: DBPconference/LCW

https://drive.google.com/file/d/1dopB3HyJ2PbnGVtfaXvs1xZzqWY14nuy/view


✓ Does the organization have a formal D&I strategy?  Is it robust, measurable, and tied to business goals?

✓ Do senior leaders publicly support D&I initiatives?  Are they invested and committed to the process?

✓ Do leaders receive coaching in D&I as well as provide coaching to others? 

✓ Does the organization understand the composition of its labor force?  

✓ Does the organization actively identify and advance diverse employees?

✓ Would diverse talent be able to identify mentors or role models that look like them at all levels in the 
organization?

✓ Does the organization require recruiters to present a diverse slate of candidates? 

✓ Does the organization have a talent retention strategy? If so, does it specifically address retention of diverse 
talent?

✓ How are D&I results measured, tracked, and communicated?

✓ How is D&I used to promote brand and reputation?

D&I Checklist


