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CHROs and diversity, equity and inclusion (DEI) leaders can use this 
tool to lay the foundation for creating or reviewing their DEI strategy 
in a short timespan and communicating it concisely through an easy-
to-consume strategy on a page. Creating the DEI strategy will require 
working cross-functionally and with employees to ensure the strategy 
is informed by stakeholders and feels relevant to the organization. 

This tool provides guidance and considerations that can be applied 
throughout the process of creating or reviewing a DEI strategy. 

Create an Actionable DEI Strategy
HR leaders should address the following three components when 
creating and reviewing a strategy:

Commitment
Develop an authentic 

and informed 
commitment to DEI.

Strategy
Create a tangible, 

stakeholder-informed 
DEI strategy.

Accountability
Establish organizational 
accountability for DEI by 
defining roles, goals and 

success metrics.Note: This tool is meant to provide guidance on your approach to creating 
the DEI strategy. Your organization’s strategy should be customized to meet 
requirements and operations on a local and global scale.
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Commitment
Develop an Authentic and Informed Commitment to DEI

Considerations to examine as you connect the business’s overarching goals to its commitment to DEI:

Primary Goal
Understand and articulate your organization’s case for DEI.

Keys to Success
• Understand how DEI supports the business’s objectives, strategy and aspirations.
• Make a statement that cements commitment to DEI; requires clarifying why DEI matters to 

the organization specifically.
• Reach consensus around the presence of structural or cultural inequities before engaging 

in DEI work. 

Key Stakeholders
HR/DEI leaders
• Drive and manage DEI strategy in 

partnership with leaders, managers and 
employees across the organization.  

Common Output
Mission statement, internal and external commitment messaging from CEO and leaders.

Pitfalls
• Issuing a generic public or internal statement about the importance of diversity and 

inclusion.
• Capturing DEI aspirations for the organization in a vacuum (i.e., without information from 

leaders or line-level employees outside of HR).
• Assuming there is consensus around the need for DEI work. 

CEO and senior leadership 
• CEO and senior leaders provide  

insight into organizationwide and 
business-unit-specific goals. 

• Senior leaders’ visions for the  
organization serve as a foundation  
for the DEI strategy. 

Internal/external communications leaders 
• Communications leaders work with  

the CEO/executive leader to deliver 
messaging sharing the organization’s 
commitment to DEI. 

Employees and managers
• Must be able to understand  

the organization’s unique  
commitment to DEI. 
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Strategy
Create a Tangible, Stakeholder-Informed DEI Strategy 

Considerations to examine and include throughout the creation of a tangible DEI strategy:

Primary Goal
Review or create a stakeholder-informed DEI strategy.

Keys to Success
• Take stock of what has been attempted in the past and identify opportunities to embed  

DEI in current change initiatives.
• Understand the current state of DEI at the organization, and what key areas are most 

important to focus on. 

Key Stakeholders
HR leaders/DEI leaders 
• Provide information regarding current 

talent management initiatives and help 
identify opportunities to embed DEI 
initiatives in talent management processes.  
 
 

 

• Share results from previous employee 
listening efforts (e.g., engagement and exit 
surveys) and partner with DEI to gather 
new and dynamic employee input on the 
strategy from underrepresented talent.  
 

Common Output
A simple, shared strategy document with communications plans incorporated.

Pitfalls
• Failing to collect and act on input from underrepresented talent (may fail to truly  

promote DEI).
• Ignoring initiatives where leaders or associates may already have momentum on certain 

elements of DEI work. 

Business leaders/executive DEI council 
• Provide more information regarding 

workforce planning needs (including 
critical skills, succession plans and 
training initiatives).  

Employees and managers
• Provide feedback on the employee 

experience with DEI at the organization; 
underrepresented employees’ perspectives 
can help shape inclusion initiatives and 
influence solutions to issues in performance 
management processes.
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Accountability
Establish Organizational Accountability for DEI by Defining Roles, Goals 
and Success Metrics

Considerations to examine as you work to create mechanisms that track progress and hold all stakeholders accountable:

Primary Goal
Make DEI a shared responsibility and ensure the objectives of the DEI strategy are reviewed,  
met and remain relevant. Require leaders to act on DEI as part of their goals and requirements  
for progression. 

Keys to Success
• Hold people — especially senior leaders and the HR function — responsible for the strategy  

they set out to accomplish.
• Everyone must clearly understand the role they play and their responsibilities in executing  

different parts of the strategy.

Key Stakeholders
HR leaders/DEI leaders 
• Own and can help review and modify HR 

processes to which accountability will be 
included, e.g., performance expectations 
(goal conversations, reviews), recruiting 
(hiring underrepresented talent) or learning 
and development (providing a more 
inclusive onboarding experience). 

Senior leadership 
• Demonstrate inclusive behaviors and take  

on DEI outcomes as part of personal goals  
and objectives.

• Help normalize and support direct reports’ 
exhibition of inclusive behaviors. 

Common Output
Metrics designed to track progress against DEI goals, modified or newly created accountability 
measures in performance outcomes, modified or newly created tools to create more diverse,  
equitable and inclusive processes.

Pitfalls
• Failing to include accountability measures in leaders’ overall performance (may result in a  

check-the-box mindset toward DEI).
• Issuing vague communications to stakeholders that do not clarify the DEI initiatives for 

which they are accountable.

Employees and managers
• Serve as DEI change agents within their 

respective teams and business units and 
execute against DEI success metrics.
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State of DEI in 20XXState of DEI in 20XX Top Business and DEI Priorities 
Driving DEI Strategy 
List HR and DEI leaders’ DEI aspirations for the 
organization, as well as the major business 
priorities that have contributed to the direction 
of the overall DEI strategy.

Example: Increase recruitment and  
retention of female employees in STEM and 
leadership roles.

Top 5 to 7 DEI initiatives 
List the top DEI initiatives or actions that are planned to address each of the priorities noted above.  
DEI initiatives may include changes to processes, goals or reviews meant to create accountability for 
the strategy.

Example: Set up and operationalize ERG for women at the organization. 

Underlying Beliefs and Assumptions 
Capture the assumptions that the organization or function may hold that if not present, would hinder 
DEI efforts.

Example: The organization will continue to experience major societal and enterprisewide changes 
that emphasize the importance of DEI and need for collaboration. 

Risk Factors 
Note the potential pitfalls that HR and DEI leaders already know they must avoid.

Example: Overreliance on past recruiting and hiring practices, resulting in few female candidates 
with a STEM background.

Key Roles and Responsibilities 
List the key stakeholder groups and their 
respective DEI responsibilities.

Example: HR leaders: Own and can help 
review and modify HR processes in which 
DEI accountability will be included.

Top 5 to 7 metrics describing the 
initial state
List metrics that help summarize the current 
state of DEI at the organization.

Example: Representation of underrepresented 
talent, including women in successor 
pools across business units and functions; 
highest concentration: HR (40%); lowest 
concentration: Sales (5%)

Top 5 to 7 metrics describing the  
end state
Input metrics that help track progress and 
measure the success of the DEI strategy.

Example: Increase representation of 
women and racial/ethnic minorities in 
senior leadership globally to 40% within 
three years.

Sample DEI Strategic Plan on a Page
Document the key elements of your strategy on one page. Examples are illustrative.

Statement of DEI Strategy: Provide a clear and concise statement summarizing the aspirations of the DEI strategy.
Example: Create a more diverse workforce that is reflective of the demographics of our customers and operating locations.
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Top Business and DEI Priorities 
Driving DEI Strategy 

Top 5 to 7 DEI initiatives 

Underlying Beliefs and Assumptions [micro and macroeconomic factors 
influencing decision making] 

Risk Factors & Pitfalls to Avoid [primary risks tied to identified priorities 
and initiatives]

Key Roles and Responsibilities 

Top 5 to 7 metrics describing the 
initial state

Top 5 to 7 metrics describing the  
end state

DEI Strategic Plan on a Page: Template

Statement of 
DEI Strategy 
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Explore these additional complimentary resources and tools 
for human resources leaders:

Download Research

Research

Top 5 HR Trends and Priorities
Explore emerging HR trends, challenges 
and next steps for HR leaders. 

Download Research

Research

Building a Sustainable Diversity, 
Equity and Inclusion Strategy
Measure performance, priorities and  
future needs, to drive business goals.

Webinar

How to Talk to the Board 
About DEI
Involve the board in supporting DEI 
actions internally and in the marketplace.

Watch Now

Already a client?  
Get access to even more resources in your client portal. Log In

Actionable, objective insight

Resource Hub

Support Workforce Diversity 
Initiatives
Build a diverse, equitable and inclusive 
organization.

Learn More
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