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Introduction

Over the past year, diversity, equity, and inclusion (DEI) has
grown from being a buzzword that people discussed frequently
into a business imperative. It is no longer just a concept that
organizations say is important. From issues of racism in our
society, to the challenges that families face as they balance
childcare and remote work during a pandemic, the spotlight
on the need for DEI has grown. Today, ensuring that a
workplace is truly diverse, equitable, and inclusive is critical
to employee experience and organizational success.

In our 2020 State of Recruiting Report, 50% of employers said
DEI would be a high-priority this year. But is this commitment
coming to fruition? What actions are employers taking to make
DEI a meaningful, measurable reality at their organizations?
And how are employees feeling the impact of these efforts?

To find out, we surveyed over 500 HR decision-makers primarily
from companies with over 200 employees across various
industries, including technology, engineering, professional and
financial services, insurance, and real estate. Additionally, to
gauge whether or not employees are seeing the changes that
companies say they are making, we surveyed more than 1,000
employed adults for their perspective.

In this report, you’ll learn:
* The most commonly used DEI strategies and tactics
* Underutilized resources and approaches

* Areas and opportunities for improvement
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Our findings point toward a promising future. Despite competing
priorities, DEI is among the top 5 priorities for employers we
surveyed. They are committed to finding the top strategies to
implement DEI measures, evident in diversity recruiting efforts,
like eliminating bias in job postings and using technology to
evaluate applications at scale. And when it comes to their
existing employees, employers are thinking outside the 9-to-5
box — flexible policies and accommodations stood out as

a significant change employers made over the past year. These
changes are only the beginning. Organizations are optimistic
about their ability to achieve their DEI goals as they continue
to grow their teams — after a year of layoffs and hiring freezes,
79% are actively hiring and 20% are planning to hire soon.

The benchmarks in this report are intended to capture current
successes, challenges, and opportunities, as well as enable
organizations to build a roadmap for strengthening their DEI
initiatives. Though there has been progress over the last year,
there’s still a long road ahead.

What’s key to remember is that DEI is not a project or a problem
to solve — it’s an ongoing, ever-evolving effort that involves
every individual at an organization and touches nearly every
aspect of work. To see long-term change, we need to keep
moving forward, measuring results, learning from past results,

and course correcting as needed.


https://www.lever.co/resources/the-2020-state-of-recruiting-report?utm_medium=document&utm_source=pdf&utm_campaign=dei&utm_content=report

Demographics and Methodology

Zogby Analytics partnered with Lever to conduct an online survey of 513 HR decision-makers and 1,010 employed adults. The majority (89%) of
HR decision-makers came from companies of 200 or more, in software/technology, infrastructure/engineering, professional/financial services and
finance, insurance, and real estate sectors. The sample of employed adults came from somewhat smaller companies, with many from retail and
healthcare industries; 62% of the sample were entry- and mid-level positions.

Employee industry Employee company size HR decision-maker company size
1-20
Retail, Trade [T 20.3% )
. 5,000+ 4% 5.
Healthcare [ 154% 5,000+ 1-20 109% 21°2°°
Professional or Financial Services [ 11.9% 18% 19% ° 8%
Manufacturing [0 9.7%
Finance, Insurance, Real Estate 77777 9.6% 1,501-5,000 1,501-5,000
Software/Technology [ 8.2% 1% 21-200 30%
. . . o 201-1,500
Infrastructure, Construction, Engineering [ 7.3% 24% o
Education [ 5.4% 201-1,500 48%
Government [ 3.9% 29%
Automotive [ 3.3%
Transportation/Logistics [ 21%
Agriculture [ 1.0%
Religious/Nonprofit [1 0.9%
Recruiting Firm/Consultant [0.9%
CPG [0.6%
HR decision-maker roles HR decision-maker industries
R Exccutive (EVP, SV, Ve, Offcer) | 26.5% Sofeware/Technlosy [ 75.5%
HR Director [ 19.5% Professional or Financial Services _ 17.5%
HR Manager _ 10.3% Infrastructure, Construction, Engineering _ 16.4%
Director of Talent Acquisition - 7.0% Finance, Insurance, Real Estate _ 10.5%
HRIS Analyst/Administrator - 6.6% Manufacturing _ 8.4%
'0,
Other - 4.1% Healthcare - 6.2%
CHRo/cPo [ 4.5% _
. Retail, Trade - 4.9%
Talent/People Operations Manager - 3.7% )
Education -3.5%

TA/Recruiting/People Operations Director . 2.5%
HR Coordinator .1-8%
VP of Talent Acquisition I 1.4%

Government/Non-profit - 2.3%
Recruiting Firm/Consultant . 1.9%

Recruiter [11.2% Automotive . 1.8%
Recruiting/TA Coordinator I 1.2% Shipping/Logistics I 0.8%
Talent Acquisition/Recruiting Manager I1.2% CPG |0.2%
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SECTION 1

How Employers Are Addressing DEI

Before diving into the results, it’s important to revisit
the DEI acronym and align on what we mean when using
the terms involved.

Diversity, at its core, comes down to representation. It is
ensuring that individuals from different walks of life, with
unique backgrounds and experiences, are consistently
employed at a company. This includes looking at identity
markers, such as race, ethnicity, gender, disability, sexual
orientation, and religion.

Equity is about creating a fair playing field. It focuses on
ensuring all individuals within an organization receive fair
access, opportunity, and advancement. Equity efforts can
include identifying and removing barriers, as well as making
accommodations so every employee has an equal chance
at succeeding.

And finally, inclusion focuses on creating an environment
where employees feel welcomed, respected, and valued.
An inclusive workplace invites everyone to participate and
bring more of themselves into the workplace.

| LEVER.CO | 2021 | THE STATE OF DEI EFFORTS



_ HOW EMPLOYERS ARE ADDRESSING DEI

Companies Are Making Changes
to Advance Diversity

Many organizations are on their way to improving DEI in their
workplace. To achieve greater diversity in hiring, the most
common tactic is using an online platform to evaluate applications
at scale (45%), followed by eliminating bias in job postings (43%).
Other approaches include posting jobs via non-traditional
outlets (37%), replacing educational requirements with core
competencies (36%), and standardizing interview questions (34%).

There’s opportunity, however, to better leverage practices that
could advance diversity. Only 16% of employers report creating
community or vendor partnerships to source talent, while 29%
offer bias training for recruitment teams, and 30% say they
apply anonymized resume review.

;""1&
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Over the past 12 months, which steps have you

taken to achieve diversity in recruiting?

Using an online platform to evaluate
applications at scale

Making sure job postings are worded
to eliminate bias

Posting jobs in non-traditional outlets

Replacing education requirements with
relevant skills or core competencies

Standardized interview questions
and rubrics

Using data insights to uncover and
address potential biases in the process

Hiring from new geographic locations

Hiring more part-time employees

Hiring employees on a fully remote basis

Anonymized resume review
Offering bias training for
recruitment/hiring teams

Proactively sourcing candidates from
less traditional backgrounds

Involving multiple/diverse stakeholders
in decision-making on new hires

Hiring employees that have been out of the
workforce for an extended period of time

Creating community/vendor partnerships
to reach marginalized employees

We are not changing our hiring efforts to
be more diverse and inclusive this year

3%

18%

16%

45%

43%

37%

36%

34%

31%

31%

31%

31%

30%

29%

28%

28%



SECTION 1 HOW EMPLOYERS ARE ADDRESSING DEI

Takeaway

From Annie Lin, VP of People at Lever:

I don’t believe there is a “right” answer here. All these options could be
impactful, and it comes down to what makes the most sense for each
specific team and organization. My speculation is that the top 3 and bottom
3 answers are what they are, because the bottom 3 are generally more
extensive programmatic work involving more planning and orchestration,
which is more challenging for resource-strapped Talent teams.

At Lever, our strategy has included a mix of these. We use our own
product to evaluate applications at scale, we use “impact descriptions”
instead of traditional “job descriptions” in order to diversify the top of
funnel (which is a must-have if you want the rest of the your funnel to
be diverse), we’ve expanded the outlets we use to share our openings

Fiix

Customer Spotlight

Consider an equity statement. A simple, yet prominent message that articulates why your
organization is a place where all can succeed can change how applicants view your organization.
An equity statement on your career page is a small change that can transform your recruitment

(including tapping into channels that reach a more diverse audience),
and we’ve been thoughtful about making sure our interview panels
represent the diversity of our teams.

This has worked for us to ensure diversity at different stages

of the hiring process, but ultimately my recommendation for fellow
People and Talent leaders is to think about what will have the best
results for your team, and your company, using the resources you have.
An exercise you could consider is putting these various ideas into

a 2x2 grid, with one axis being “ease” (time, money, etc.) and the

other being “impact” — and the sweet spot is the quadrant that is
both high on ease and impact.

Fiix Software’s Equity Statement:
We recognize that people come
with a wealth of experience and
talent beyond just the technical
requirements of a job. If your
experience is close to what you
see listed here, please still
consider applying. Diversity of

strategy, according to Dean Delpeache, Sr. Manager of Talent Acquisition at Fiix Software. experience and skills combined

with passion is a key to innovation

Delpeache uses LeverTRM to capture and track candidate data throughout the recruiting and excellence. Therefore, we
process, and the results have been highly informative for Fiix’s DEI strategy. Fifty-two percent of encourage people from all

applicants that come into Fiix’s pipeline indicate that the equity statement is one of the reasons
why they applied to the job, and, 7% of people say they may not have applied if they didn’t see it.

| LEVER.CO | 2021 | THE STATE OF DEI EFFORTS

backgrounds to apply to our
positions. Please let us know
if you require accommodations
during the interview process.



https://www.fiixsoftware.com/
https://www.lever.co/lever-trm?utm_medium=document&utm_source=pdf&utm_campaign=dei&utm_content=report

SECTION 1 HOW EMPLOYERS ARE ADDRESSING DEI

The Pandemic Shaped Companies’ Approaches to Equity

Long-term DEI success requires more than just hiring the right people.

Setting people up for success and ensuring that everyone is treated
equally is essential. So, what are employers doing to ensure all their
people have equal access and opportunity? Given the challenges that
the COVID-19 pandemic introduced — childcare, internet connectivity,

etc. — it’s no surprise that employers have had to consider individuals’

unique needs to ensure equity.

In our survey, 60% of employers say they provided accommodations,
opportunities, and tools for employees to succeed based on their
specific needs, and more than half (51%) say they introduced flexible
policies. Meanwhile, 52% also worked to make sure employee pay was
equal across titles or positions.

Though employers have taken steps toward establishing equity, there’s
room for improvement. Namely in the areas of expanding benefits and
perks, which only 27% of employers say they have introduced, using
gender inclusive language in their employee handbooks (31%), and
offering gender neutral paid family leave (32%).

Takeaway

From Annie Lin, VP of People at Lever:

What equity measures have you introduced over the past 12 months?

Providing accommodations, opportunities,
and tools for employees to succeed based 60%
on their specific needs

Making sure that employee pay is equal 529
across titles or positions °

Flexible policies that can be adjusted 51%
depending on an employee’s unique needs °
Ensuring fair consideration of employees
for promotions or new roles and projects

45%

Introducing a flexible, floating holiday
policy that allows employees to celebrate 37%
holidays other than federal holidays

Introducing a gender neutral paid family 32%
leave policy

Using gender-inclusive language in our 31%
employee handbook °
Introducing or expanding inclusive 27%

benefits and perks °

We have not introduced any equity o
measures over the last 12 months 3%

My takeaway from the results here is something I’ve always believed in: to make DEI a real part of a company’s culture, look for opportunities to embed
it into each part of the employee lifecycle and each element of how the organization operates. Compensation, policies, benefits/perks, hiring, and
day-to-day tools and accommodations are all fantastic places to start. Instead of (or in addition to) asking, “What (separate) DEI programs should | stand

up?”, ask “How can | make my existing processes, programs, and policies more inclusive?” This is work that’s hard and often behind the scenes, but it’s

also work that will have the most sustained and widespread impact.

| LEVER.CO | 2021 | THE STATE OF DEI EFFORTS



SECTION 1 HOW EMPLOYERS ARE ADDRESSING DEI

Inclusion Efforts Are Becoming More Formalized
Employers also made strides in transforming their inclusion initiatives. More than half (51%) have formalized
a DEI strategy for their organization, while 47% have created or reviewed their existing DEI policies and have

communicated them to employees. In addition, 44% have made actionable changes to hiring policies.

Meanwhile, the tactics that aren’t being utilized as much by employers include things like requiring DEI training
for employees (22%), updating the code of conduct (23%), and providing time off for volunteering work (28%).

What inclusion measures have you introduced over the past 12 months?

Formalizing a DEI strategy at the company

Created or reviewed our DEI policies and provided
them to employees

51%

47%

Making actionable changes to the hiring policies 44%
Offering resources/information for additional education or 1%
support around DEI °
Conducting additional employee surveys 39%

Providing resources on how employees can get involved

o,

(volunteering, donations, etc.) 37%

Introducing or expanding flexible work schedules 37%
Offering more support for employee-driven activities, 34%

such as Employee Resource Groups

Introducing or expanding volunteer time off
Updated code of conduct

Introduced or expanded mandatory DEI training for employees

We have not introduced any inclusion measures over
the last 12 months
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28%

23%

22%

3%




SECTION 2

Communication Efforts Around DEI

Communicating with employees about DEI is critical — not only does it
demonstrate to employees that companies are actively working to drive
change, but it also ensures that workers aren’t misinformed or feeling

disconnected, especially in a hybrid or remote work environment. Customer Takeaway

To convey their ongoing DEI initiatives to employees, employers are From Kristin Zwickau, VP of Talent Attraction, Veeva:

adding descriptions of their DEI efforts to their homepage (64%),
sharing changes across company-wide channels (51%), and updating
their employee handbooks to reflect changes (45%).

To be quite honest, using all of these channels for efforts is
key for success. | believe that companies can do their best to
move the needle, all day long, but if the employee base isn’t
committed to these changes as well, you can’t make change.
When recruiting talent, and retaining talent, it’s important

to ensure that you’re looking for people that are ready to
embrace change and will help in activation of change at your
company. From a recruiting standpoint, it’s important to think

How are you currently communicating your
efforts around DEI to employees?

through how you can broaden your talent pool, that isn’t

from a job board, or posting on a ‘diverse jobs’ website.

For example, I’'m a female, so | can bring in pools of females

Offering consistent training on DEI to employees 52% easier than males, but my male colleagues can introduce me
to their pools of males. The team’s community involvement

Adding our DEI efforts to our home page 64%

Sharing our DEI efforts in company-wide channels 51% and promotion is crucial to success.
DEI efforts are highlighted on our social channels 46% Our Chief Diversity Officer is absolutely amazing and is so
engaged with our Veeva communities. He’s been working with
Updating our employee handbook to reflect our 45% the various communities to listen to their voices, and pushes
DEI efforts . .
to have their voices heard through content development and
Hiring outside organizations specializing in DEI o activation within Veeva. For example, we’re working on a
training to lead discussions with employees 36%

video about ‘technology in the black community’, highlighting

our employee voices in the industry. It’s important to remember
Our company has DEI software for awareness 21%

that lots of companies are trying to highlight their various

We are not communicating about our employee voices and we’re all trying to find our way.

efforts around DEI 3%
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SECTION 2 COMMUNICATION EFFORTS AROUND DEI

Improvement Needed Around
Communicating DEI Efforts

Despite employers’ best efforts, communication around a company’s
DEI strategy isn’t reaching employees as effectively as companies
would hope. A quarter of employees say their company hasn’t
implemented any equity measures, and 24% say the same about
inclusion initiatives. Though messaging around diversity has been
more effective, 16% of employees say their employer hasn’t
communicated to them about it.

24%

of employees say the company hasn’t done

anything this year to improve DEI —

this number is even higher at companies with
fewer than 20 employees and among those
working in professional or financial services.
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What inclusion measures has your company introduced over the

past 12 months?

Created or reviewed our DEI policies and
provided them to employees

Providing resources on how employees can get
involved (volunteering, donations, etc.)

Formalizing a DEI strategy for the company

My company hasn’t introduced any inclusion
measures over the last 12 months

Offering resources for additional education around DEI
Making actionable changes to the hiring policies
Conducting additional employee surveys

Introducing or expanding employee focus groups
Introducing or expanding flexible work schedules

Introducing or expanding volunteer time off

13%

1%

27%

25%

24%

24%

23%

21%

21%

20%

How does your company communicate its efforts around diversity?

DEI efforts are highlighted on the home page

DEI efforts are highlighted during the
interview process

Consistent training on DEI is offered to employees

As a new hire, | was introduced to DEI programs
during onboarding

Sharing DEI efforts in company-wide channels
DEI efforts are highlighted on our social channels

Not sure; it hasn’t been communicated to employees

Outside organizations specializing in DEI training lead
discussions with employees

Our company has DEI software for awareness

The organization | work for doesn’t emphasize the
importance of diversity

None of the above

7%

6%

16%

15%

1%

29%

28%

26%

25%

24%

23%



_ COMMUNICATION EFFORTS AROUND DEI

What equity measures has your company
introduced over the past 12 months?

Providing flexible policies that can be
adjusted depending on an employee’s
unique needs

29%

Providing accommodations, opportunities,
and tools for employees to succeed based
on their specific needs

28%

Ensuring fair consideration of employees
for promotions or new roles and projects

26%

Introducing a flexible, floating holiday
policy that allows employees to celebrate
holidays other than federal holidays

26%

My company hasn’t introduced any equity
measures over the last 12 months

25%

Making sure that employee pay is equal
across titles or positions

24%

Introducing a gender neutral paid family
leave policy

Using gender-inclusive language in our

employee handbook 18%

Introducing or expanding inclusive
benefits and perks

9%
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Customer Takeaway

From Kristin Zwickau, VP of Talent Attraction, Veeva:

It really all comes down to communication — from both
employers and employees. We’re not perfect and as companies
are working through identifying what works and what doesn’t

for themselves and their employees, we’re learning as we go to
some extent. As an employer, it is important that you ensure you
publish what you’re doing, and ensure your employees are reading
it. One thing | advocate for employees everywhere, is to speak
up. If you feel as though your company is not doing something
around DEI correctly, or you didn’t feel included in a specific
situation, it’s important that you find your voice to share with
your HR team, your manager, or the colleague that made you
feel excluded. It’s easier said than done to have a voice as an
employee at a company, but if you do not speak up, and nothing
changes, it is on you. If you want to see change, you have to
help create the change. However, if you speak up and nothing
changes, it may not be the right place for you to stay.

One thing we do at Veeva that | think works well, is each month,
our CEO sends email updates about how the company is doing

in regards to DEI, and we highlight different speakers each month
from different communities within Veeva about what they’ve
been up to. Having the CEO share updates monthly is much more
different than hearing from our community members, and makes
a big impact on our communication efforts. If the top down is
not bought in, how can you change anything?



SECTION 2 COMMUNICATION EFFORTS AROUND DEI

HR Teams and Managers Share the Responsibility
of Keeping Employees Informed

In addition to providing proactive communication, most If an employee has feedback or a concern about DEI at our
employers reported that managers and HR teams are sharing company, we encourage them to:
the burden when it comes to DEI inquiries from employees.
67% of organizations instruct employees to discuss questions Discuss with the HR team 73%
with their direct manager, and 73% urge employees to reach

out to the HR team.

Discuss with their direct hiring manager 67%
Contact a designated DEI manager 40%
Employee + Industry Highlight Contact senior management 37%

Employees surveyed in the software/technology, We have no formal policy on where

. . . . . . o,
insurance, and real estate industries actually inquire employees should direct feedback | 1%

about their company’s DEI policies the most often.
We additionally found that employees at midsize

companies are the most likely to reach out with
guestions or concerns.

Employees across majority of industries agreed
that discussions with a direct manager are preferred
when sharing feedback or concerns.

| LEVER.CO | 2021 | THE STATE OF DEI EFFORTS



Top Challenges to Increasing DEI

The COVID-19 pandemic has rocked nearly every industry. As a
result, employers had to make many unprecedented changes — and
fast. Every process, from hiring and onboarding, to team building
and employee development shifted online, creating strategic and
technological challenges for HR teams.

These unforeseen changes have made it even more difficult for
companies to prioritize DEI efforts, as organizations see a greater

need to ensure continuity. When asked about their top three priorities
for this year, organizations reported building new skills and competencies

among employees (65%), succession planning (35%), and developing
change management tactics (33%). However, increasing DEI efforts
emerged as a top priority for about a third of employers (31%).

Which of the following do you consider your top 3 priorities this year?

Building new skills and competencies

among employees 65%
Succession planning _ 35%
Developing change management tactics 33%
Improving employee engagement/satisfaction 31%
Increasing DEI efforts 31%
Rethinking organizational design 299,
(i.e. hybrid or remote work models)
Growing our employee base 27%
Increasing alignment between HR goals and 24%

broader organizational goals

16%

Increasing employee retention

Growing our candidate pipeline - 12%
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Obstacles to the Momentum of DEI Efforts

For almost half of the employers surveyed (44%), the biggest hurdle
preventing them from meeting their DEI goals is finding the time to
dedicate to it with their existing work. However, 43% also say it’s
difficult to find diverse talent or interest from diverse candidates,
and 32% cite budget limitations.

What are the biggest challenges you face in meeting DEI goals?

Difficulty finding time on top of assigned
work responsibilities 44%
Difficulty finding diverse applicants/lack 43%
of interest from diverse candidates °

Budget restrictions

32%

Higher prioritization of other
company goals

31%

Lack of advocacy from employees 26%

Lack of buy-in from executives 24%

We have not sen any challenges to
meeting our diversity and inclusion goals

14%

We do not currently have any diversity
and inclusion goals

2%



SECTION 4

How Employers Measure DEI Success

Without measuring the effectiveness of DEI efforts, there’s no way

to confirm whether or not true change is taking place. Evaluating
company progress can be tricky because DEI permeates every part

of employee experience. So, while changes may be working effectively
in one area, there may be a need for improvement in another.

For example, while recruiting efforts may yield a diverse pool of
candidates, diversity could be lacking when it comes down to actual
hires. Or, despite a diverse workforce, employees may not feel
included or heard. That’s why it’s vital to measure DEIl in a number
of different ways.

Today, HR decision-makers use metrics, including hiring results (57%),
employee demographics (48%), and employee experience surveys (55%)
to evaluate the effectiveness of their DEI work. However, there are
metrics that employers should consider more heavily, namely insight
from offboarding interviews (15%), compensation increase and
promotion rates (35%), and retention rates (37%).

| LEVER.CO | 2021 | THE STATE OF DEI EFFORTS

What metrics do you use to measure
the effectiveness of your DEI efforts?

Hiring results

Employee experience surveys

Employee demographics

Employee focus groups

Check-ins with employees

Retention rate

Compensation increase and
promotion rates

Offboarding interviews

We are not measuring the
effectiveness of our DEI efforts

57%
55%
48%
39%
37%
37%
35%

15%

3%




SECTION 4 HOW EMPLOYERS MEASURE DEI SUCCESS

Takeaway

From Annie Lin, VP of People at Lever:

These are all excellent metrics to use. DEI is about both the actual state
of the work environment (can be measured through hiring results, pipeline
diversity, employee demographics, comp and promotions, etc.) and how
people feel about that environment (can be measured through employee
surveys, offboarding interviews, retention rates, etc.) — and the tangible
impact these can have on the organization. | would push employers to have
a pulse on all of these metrics, as they do measure different dimensions
of DEI. | would also add one more: diversity of your candidates. Recruiting
is one of the most important leverage points when it comes to diversifying
your team, and tracking (and setting concrete goals around) your pipeline
diversity is essential to ultimately improving the diversity of your
employee base.

Fiix

Customer Spotlight

Technology can help organizations overcome common DEI challenges by diagnosing problems in the hiring process. Using
the reporting tool within LeverTRM, Fiix Software identified that a particular department had a 50:50 female to male split
when moving candidates through the interview stages. At one point, the proportion shifted, and while 50% of interviewed
males were being hired, the percentage of women being hired dropped to 12%.

Based on this insight, Dean Delpeache, Sr. Manager of Talent Acquisition at Fiix Software, knew the company had to make
changes, so he and his team went back to the drawing board to understand the cause of the problem. Though Fiix assumed
its job descriptions were inclusive, they needed an upgrade. By eliminating gendered terms, the company increased its
hiring of under-represented groups by 63% in 2 years company-wide.
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How Employers Are Looking at Future DEI Efforts

As employers continue on their journey to continuously increase and
improve DEI, they report that they’ve made progress — 87% of HR
decision-makers say their efforts around DEI have increased at least
somewhat over the past year.

DEI Is a Journey, Not a Destination

But DEI isn’t a problem that can be solved overnight — it requires
consistent commitment from everyone within an organization to
drive change. As a result, about a third of employers (29%) say while
they’ve initiated changes, there’s a long way to go.

Nevertheless, most organizations are optimistic about their ability
to achieve measurable DEI success — 93% are somewhat or highly

confident they’ll reach their goals.
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In the last 12 months, have DEI efforts at your company...

37%

Greatly increased

50%

Somewhat increased

Stayed the same - 10%

Somewhat decreased I 2%

Greatly decreased I 1%

How would you evaluate your DEI efforts?

We are not doing nearly enough . 5%

around DEI

We have initiated some changes,
but we have a long way to go

29%

We are satisfied with where we are

31%

We have made significant improvements
and plan to keep progressing

35%

How optimistic are you about your ability to achieve your DEI goals?

I am highly confident that we
will achieve our goals

62%

| am somewhat confident that
we will achieve our goals

31%

I am somewhat doubtful that
we will achieve our goals

I am highly doubtful that we
will achieve our goals

|
G
2

n
®

Not sure

My company does not have any

DEI goals 1%

el |
?
&



Establishing a Realistic
DEI Timeline

How long will it take to achieve
DEI goals? While over a third of
HR decision-makers overall say
they’ll be able to reach their goals
within two years, responses vary
across industries and depend on
company size.

Midsize companies (21 to 200
employees) were particularly
optimistic (41% said they’d reach
their goal within two years).
Certain industries showed similar
optimism — about 44% of employers
in healthcare and 40% in software/
technology plan to reach their
goals over the next two years.
While those in manufacturing are
more cautious — just under 26%
think they’ll reach their DEI goals
in the same time frame.
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SECTION 5

There Are Clear Next Steps

To achieve results, HR decision-makers know there are specific
processes they need to improve. More than half (54%), say they need
to both set internal goals for DEI and better communicate DEI goals
and progress to employees (58%). Another 49% say they need to
measure the effectiveness of their efforts.

Yet when it comes to priorities for the year ahead, measurement
did not make the top 3. Only 39% say they plan to measure the
success of ongoing DEI initiatives, which is significantly lower than
establishing internal alignment around DEI (52%) and adapting more
diverse hiring tactics (50%). This indicates that while companies
understand that measurement is vital, they might need some help
capturing these metrics.

Communication is especially
challenging for larger companies.

65% of employers with more than 5,000 employees
cited this as an area where their company has the
most room for improvement, compared to only 54%
of companies with 21 to 200 employees.
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What are the biggest areas for improvement when it comes to DEI?

Communicating DEI goals and progress 58%
to employees

Setting internal goals for DEI 54%

Measuring the effectiveness of our efforts 49%

Changing our hiring, onboarding, training and

0,
other internal efforts to align with our goals 41%

Inviting employees to contribute 35%
to our efforts

We do not need to improve our DEI 4%




DEI is an Ongoing Transformation

The results of this survey show that companies are committed
to DEI improvements, but meaningful change will take time and
require the right tools. Technology can help organizations embed
DEI into every aspect of the employee experience, identify areas
for improvement, and measure success along the way.

We’ve seen first-hand that transformations are already underway
as companies take steps to not only hire more diverse teams,
but also create inclusive environments and ensure equity in
every corner of employee experience. So here’s to how far we’ve
come and how far we can go in the year ahead.

About Lever

Lever is a leading Talent Acquisition Suite that makes it easy for talent teams

to reach their hiring goals and to connect companies with top talent. Lever is
the only platform that provides all talent acquisition leaders with complete ATS
and robust CRM capabilities in one product, LeverTRM. The Lever Hire and Lever
Nurture features allow leaders to scale and grow their people pipeline, build
authentic and long-lasting relationships, and source the right people to hire.
Lever Analytics provides customized reports with data visualization, see offers
completed and interview feedback, and more, to inform strategic decisions
between hiring managers and executives alike.

Our platform also enables companies to hire with inclusivity in mind, helping
eliminate any hiring bias. Lever supports the hiring needs of 4,000 companies
around the globe including the teams at Netflix, Atlassian, KPMG, and
McGraw-Hill Education. For more information, visit www.lever.co.
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