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 D&I Continuum

INITIATIVE REQUIREMENTS EXAMPLES

Compliant Meet all legal 
requirements 
pertaining to D&I.

Common regulatory considerations include the Equal Employment 
Opportunity Commission (EEOC), affirmative action, and 
procurement policies or requirements. Senior business leaders in 
charge of development of D&I initiatives outside of the U.S. should 
identify resources that provide guidance equivalent to the EEOC 
(e.g., the National Employment Pact in Egypt, nep-egypt.com).

Conventional Begin to implement 
concepts of D&I 
into its mission and 
understand that D&I is 
a return on investment. 

Common activities include development of a D&I plan, D&I 
basic training, beginning employee engagement initiatives, and 
development of a strategic D&I communication strategy.

Purposeful Be responsive to 
concepts of D&I and 
realize its impact on 
the mission.

Common initiatives include leadership buy-in and training, increased 
D&I skills-based employee training, policy examination, increased 
strategic communication, increased engagement opportunity  
for staff, and beginning steps to effectively include diversity in 
business processes.

Competent Integrate D&I 
concepts into 
business operations to 
increase the return on 
investment.

Common initiatives include increased D&I planning, human resources 
management and evaluation, examination of informal work 
processes and policies, identification and removal of barriers to D&I, 
information technology integration, formalized engagement for staff, 
and formalizing prioritization of diversity into business processes.

Advanced Fully incorporate D&I 
concepts into business 
practices and mission.

Common initiatives include demonstration of measurable success 
for return on investment in both products and human capital, 
incorporation of D&I in communication and informal policy, and 
continued development and measurement of strategic D&I initiatives 
for future growth and improvement.

Use a D&I continuum to determine where the organization is as it relates to D&I and what initiatives can be 
implemented to move from one level to the next.

Human Resources, Teams, and 
Recruitment
•  Create a diverse leadership pipeline within the industry 

or organization. The original purpose of the tool kit was 
to describe IMA’s journey with its D&I efforts, not just 
with staff but with members serving as volunteers. With 
staff, we’re creating a diverse leadership pipeline through 
succession planning and job postings on sites that attract 
diverse candidates. All IMA members are eligible and will 

be considered for IMA volunteer opportunities across  
the organization.

•  IMA’s D&I Committee is composed of members to assure 
the voices of our volunteers are heard. IMA also has an 
internal D&I steering committee made up of senior leaders 
in human resources, governance, volunteer relations, and 
international operations that serves in an advisory capacity.

•  D&I is incorporated at all operational levels across the  
global organization.

Source: Ohio Department of Administrative Services
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 Who Can Use This?
This kit can be used by management accountants; 
professionals in human resources, finance, or accounting; 
or any person who is responsible for or has an interest in 
D&I within an organization.

The D&I lead will likely need to tailor this document 
to the organization’s strategic plan, needs, and desired 
outcomes, and assistance from other departments may 
be required. It’s useful to be prepared to handle the most 
common responses to D&I initiatives:
•  Indifferent/opposed: Doesn’t care or understand why  

D&I is important and why the organization is concerned 
about D&I.

•  Unconcerned: Respects the importance of D&I but 
doesn’t directly see its impact. Questions its importance.

Before your organization sets out  
on its D&I journey, establish a 
baseline of answered questions 
to ensure the finished program is 
complete and useful. 

Mission and Definition
•  What do we want “diversity” to 

mean in our organization?
•  What do we want “inclusion” to 

mean in our organization?
•  What do our employees and other 

stakeholders (e.g., members) think 
“diversity” and “inclusion” mean?

Culture and Needs
• What is our current culture?
• What do we want in our culture?
• What is our strategic mission?
•  How does D&I assist in 

accomplishing the mission?
•  What are our current D&I programs?
• Why do we have these programs?
• Are the programs successful?
•  How do the programs link to our 

mission and vision?
•  Where can D&I be “found” in our 

organization?

• Who is responsible for D&I?
• What are our barriers?
•  How do we overcome these barriers?
•  What skills and resources do we need?
•  Do we have the necessary skills  

and resources?
• Do we have the will?
• How do we create more will?

Plans and Development
• What is our D&I vision?
• What are our goals?
• What are our priorities?
• Why are these our priorities?
• Who is involved in planning?
• What does the plan cover?
• What is the method of planning?
• What are our timelines?
• How long is a planning period?
• What is our output?
• Who is our audience?
•  Where does the plan “live” in  

the organization?
•  Does our plan amplify our  

strategic mission?
•  Does the plan reflect our 

organizational values?
• Is our plan practical?

Implementation and 
Engagement
• What is our implementation plan?
• At what “level” do we start?
• What is our communication plan?
• Who is our audience?
• How do we brand D&I?
• How do we obtain buy-in?
• What programs are in the plan?
•  Why are we using these programs?
•  What is the goal of these programs?

Measurement and 
Adjustment
• What are we measuring?
• What is our measurement tool?
• How often are we measuring?
•  How do we communicate the 

measurement?
•  What are our accountability metrics?
• How do we celebrate a success?
• How do we talk about a setback?
•  What is our process for adjustment?
•  How do we communicate 

adjustments?

Source: Ohio Department of Administrative Services

 Key Questions

•  Empathetic: Understands the concept of D&I but isn’t 
moved to participate or initiate any changes. 

•  Champion: Supports and advocates for D&I even when 
no one is looking.


