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Diversity and Inclusion Prioritization Tool
Every organization is unique and there is no single, comprehensive list of actions and efforts that will form a Diversity and Inclusion (D&I) strategy, however there are critical and powerful questions that can be asked to start a compelling discussion about each organization’s current state and future direction.
The following series of questions focuses on four main D&I imperatives: Overall Organization Efforts, Workplace/Recruitment/Retention, Customers/Marketplace/Supplier Diversity and Community/Outreach. The questions are not meant to be all-inclusive. They are intended to start a conversation by encouraging action-oriented dialogue in organizations. 
This diagnostic tool should help guide your organization in the direction of prioritizing D&I actions and efforts related to business imperatives. Every “no” or “don’t know” answer to these questions will give you a clue as to where to prioritize.
Key: Y = Yes, N = No, DK = Don’t Know
	Overall Organization Efforts
	Y
	N
	DK

	Do we tie our D&I strategies and tactics to customer satisfaction, productivity, revenue, engagement, quality and safety, innovation?
	☐	☐	☐
	Are we reporting out the effectiveness of our D&I efforts on a regular basis?
	☐	☐	☐
	Are the roles (e.g. senior team, managers, employee resource groups, HR, diversity council) for meeting our vision clearly defined?
	☐	☐	☐
	Do we provide examples of what accountability looks like when we are explaining the roles?
	☐	☐	☐
	Do our committees, councils and/or ERGs/affinity groups give us feedback that they are clear about their role and goals?
	☐	☐	☐
	Do our senior leaders and executives role model the behaviors and attributes of an inclusive culture?
	☐	☐	☐
	Does our organizational design (i.e. flat, matrixed, decentralized decision making, etc.) enhance our D&I efforts?
	☐	☐	☐
	Do we use a “reflection lens” after implementing any D&I strategy process or practice to critically evaluate what’s working and what’s not working?
	☐	☐	☐
	Can the budget for D&I efforts be influenced in our organization?
	☐	☐	☐
	Do we have full confidence in the support and commitment from the top for D&I in our organization?
	☐	☐	☐
	Are we asking ourselves the right questions around measurement – meaning are we truly focused on what changes we want to see?
	☐	☐	☐
	Are we regularly communicating our D&I vision and mission to everyone in the organization?
	☐	☐	☐
	For every D&I plan or initiative we are working, can we articulate what’s driving the need for the change (using data and other resource information)?
	☐	☐	☐
	Is existing material (website, marketing materials) regularly reviewed and assessed for potential bias and appropriate changes made?
	☐	☐	☐
	Workplace/Recruitment/Retention
	Y
	N
	DK

	1. Are we clear about our learning strategy (i.e. awareness, skill-building, leadership development) for all employees at all levels as it relates to diversity and inclusion?
	☐	☐	☐
	Do we draw a comparison between diversity and inclusion and if so, do our employees know the difference?
	☐	☐	☐
	Do we know the 10-20 year projected make-up of our emerging workforce?
	☐	☐	☐
	Are the workstyles of our current workforce enhancing the direction of our organization?
	☐	☐	☐
	Have we identified the workforce capabilities our organization needs to become more culturally competent?
	☐	☐	☐
	Do we know if our D&I practices are meeting the needs and expectations of a multi-generational workforce?
	☐	☐	☐
	Are we comfortable saying our workforce broadly reflects the diversity in the community?
	☐	☐	☐
	Are there opportunities for employees to reflect on how they provided service to someone (either internally or externally) to determine if differences affected the interaction in a positive or negative way?
	☐	☐	☐
	Do we communicate that we appreciate and benefit from the differing strengths and ideas of our employees?
	☐	☐	☐
	Do we provide professional support (i.e. mentoring, networking, development, work-life balance, etc.) to our diverse employees to reflect the respect and value the organization has for them?
	☐	☐	☐
	Are we effectively responding to resistance to our D&I change efforts?
	☐	☐	☐
	Is the visual representation of a culturally diverse organization reflected at the top?
	☐	☐	☐
	Do we know what issues/tensions tend to emerge between individuals?
	☐	☐	☐
	Are employment practices reviewed on a regular basis to identify possible barriers in recruitment, hiring, promotion and retention of diverse employees?
	☐	☐	☐
	Do we have a formal recruitment strategy for hiring diverse candidates?
	☐	☐	☐
	Customers/Marketplace/Supplier Diversity
	Y
	N
	DK

	1. Do we know the 10-20 year projected demographic make-up of the communities in which we serve?
	☐	☐	☐
	Do we know, specifically, how our D&I initiatives help our organization compete in the marketplace?
	☐	☐	☐
	Are we able to capture customer loyalty and correlate that back to our D&I efforts?
	☐	☐	☐
	Do we tap into the different cultures of our employees to assess and develop our marketplace and/or customers?
	☐	☐	☐
	Have we identified barriers that prevent or limit customers or clients from using our products or services?
	☐	☐	☐
	2. Have we tapped networks (internally or externally) to improve our ability to connect with customers or clients in an effective way to understand their needs?
	☐	☐	☐
	3. Do we recognize and use the knowledge and expertise of our employees to gain insight into different customer segments?
	☐	☐	☐
	Do we proactively seek certified diverse suppliers, including minority, women, and small business enterprises (MWDSBEs)?
	☐	☐	☐
	Do we support suppliers who share the same values and act as responsible corporate citizens in our communities?
	☐	☐	☐
	Community/Outreach
	Y
	N
	DK

	1. Do we meet to talk and share ideas with an existing network of professionals in our community?
	☐	☐	☐
	Do we externally communicate specific examples in our organization where our efforts to embrace a diverse environment has resulted in success?
	☐	☐	☐
	Do we know the trends that are affecting our D&I strategies related to external alliances?
	☐	☐	☐
	If we were asked to name and list our outreach efforts, would we be able to?
	☐	☐	☐
	5. Have we explored ways to partner with community leaders on supporting the health, safety and vibrancy of our communities?
	☐	☐	☐
	6. Have we created opportunities to work with community councils (and encourage our employees) to identify potential entry points and/or strategies for building an inclusive community?
	☐	☐	☐
	7. Have we partnered with other organizations to share resources in reducing biases and prejudices?
	☐	☐	☐
	Do we have current statistics or community demographic profiles to help us better under the community make-up (including cultures, religions, influential leaders)?
	☐	☐	☐


Planning Worksheet
Any organization with a D&I strategy plan should seek to improve their performance by prioritizing and implementing plans that will accomplish their future/desired state.
Use the simple worksheet below as a starting point to frame the priority areas identified for your organization. Map out all the necessary resources, the timeframe for completion, the measurements of success and a communication plan for articulating the effectiveness of the efforts. For each column, anticipate potential challenges and possible solutions to those challenges.

	Priority: __________________________

	Resources Needed
	Timeframes
	Measurements
	Communication

	
	
	
	

	Potential Challenges
	Potential Challenges
	Potential Challenges
	Potential Challenges

	
	
	
	

	Possible Solutions
	Possible Solutions
	Possible Solutions
	Possible Solutions

	
	
	
	




This sample document is only an example and is based on the laws in effect at the time it was written. MRA-The Management Association, Inc. does not make any representations or warranties regarding the appropriateness or prudence of using this information for any particular individual or situation. Your company should add, delete, or modify the content of this document as needed to suit your purposes. This material is for your information only and should not be construed as legal advice. In some circumstances it may be advisable to have legal counsel review final documents prior to implementation. 
For further assistance call or visit www.mranet.org, © MRA – The Management Association, Inc. 
Wisconsin: 800.488.4845  Minnesota 888.242.1359  Northern Illinois: 800.679.7001  Iowa & Western Illinois: 888.516.6357
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