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Hi there! It’s Adriele Parker and
Caren Young, the co-founders of
DEI in a Box. Here’s a bit about us:
Adriele Parker: “I’m passionate
about building inclusive workplaces
and reducing systemic barriers that
affect the success of marginalized
populations. I spend a lot of time
working with leaders to develop
their cultural competence and to
identify and remove systemic and
procedural inequities. I’m really
excited that we get to share this
tool with you and your
organization!”
Caren Young: “My goal as a
consultant is to help organizations,
teams and creatives shape their
most important product –
themselves and bring out all the
ways each person can bring their
full selves to their work. Let’s work
together to level the playing field,
uplift Black, Queer and POC voices,
build inclusive managers and
develop diverse talent!”

ABOUT
DEI IN A BOX

THE 7 ESSENTIALS WORKSTREAMS
FOR DEVELOPING A HOLISTIC
DIVERSITY, EQUITY, AND
INCLUSION (DEI) STRATEGY

This is by no means a
comprehensive guide––if
you’re looking for
something more robust,
you’ll want to check out
the official “DEI in a Box
Playbook: How to Build a
To get you started, we’ve
Holistic DEI Strategy,” for a
created a list of 7 essential
more detailed guide to
workstreams that you
building out your strategy.
should consider when
designing your strategy.

Putting together your
first official Diversity,
Equity, and Inclusion
(DEI) strategy can be
daunting!

Instead, what you’ll find
here is a “quick start”
guide, intended to help
smaller organizations with
truly limited resources,
who are in the beginning
stages of their DEI journey.
We know that this can still
feel overwhelming,
especially if you’re new to
the DEI space, so don’t
hesitate to drop us a line at
info@deiinabox.com
should you need help
getting started!

#1: BUY-IN
Simply put, “buy-in” means support.
Before you move forward with any sort
of DEI initiatives (i.e. strategy
development, program design, training,
etc.), it’s imperative that you have buy-in
from leaders, stakeholders, and any
others who influence company culture.

Implementing a real DEI strategy always
results in a culture shift within an
organization, which means that you will
need majority support to ensure that
goals are met and people are held
accountable.
Note, the people that you gain buy-in
from don’t necessarily need to be
involved in every planning meeting or
every step of the implementation
process.
The goal is to have support from
decision makers who will generally
make it easier for you to implement
long-term DEI efforts, secure a budget
(and trust us, you’re going to need a
budget), and reduce time constraints
that feed bias.

Understanding buy-in:
Why you need it and
who you need it from
How to gain buy-in
What to do if you can't
get it

#1: BUY-IN
To gain buy-in, you’ll want to educate
yourself and those you’re seeking
support from on why this work matters.
There are tons of resources online to
help.
Without buy-in, you’ll likely find that
you won’t get far with your efforts or
you’ll find yourself essentially
walking in circles, trying to
implement the same changes over
and over. At minimum, you must
secure buy-in from leadership and
decision makers before you move
forward.

And if that’s not possible, try to
implement as many grassroots efforts as
you can, gaining buy-in from the
bottom up, which will most likely
validate the need for leadership’s
support.

Understanding buy-in:
Why you need it and
who you need it from
How to gain buy-in
What to do if you can't
get it

#2: RECRUITING
AND SOURCING
Understand that the pipeline is never
the “problem." Many organizations are
built upon the founders’ networks,
which often results in a homogeneous
workforce (hello
confirmation/similarity/affinity bias!).

One day, someone looks up, and around,
and realizes that everyone looks, acts,
and even thinks relatively the same way.
And you know those referrals you
converted to hires? They were likely
contributing to the problem. So what
should you do?
When it comes to sourcing diverse
talent, there are plenty of qualified
candidates out there. Again, the pipeline
is not the problem. Usually the problem
is the lack of diversity within your
network (or if using an external sourcing
or recruiting agencies, their networks).

Understand that "the
pipeline is never the
problem"
Be intentional about
sourcing and developing
diverse talent
The importance of
structured interviewing

#2: RECRUITING
AND SOURCING
Finding and hiring diverse talent
requires effort. You must be intentional
about who and what you’re looking for
(E.g. Does your team not have any Black
or Brown people? What
criteria/competencies really matter?)
and where you’re looking––your LinkedIn
network likely isn’t enough.
Consider other sourcing opportunities
and resources, such as hosting an event
(virtual for now, please), creating an
apprenticeship program, using
candidate networking boards (outside
of LinkedIn, such as People of Craft or
Diversify Tech), or partnering with a
consultant or agency that specializes in
hiring diverse talent.
And when it comes to sourcing, it’s
important not to forget about your
existing talent. In house, you may have
employees who are qualified and
interested in your open roles.
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#2: RECRUITING
AND SOURCING
The effort cannot end at sourcing.
You must think strategically about
ensuring that you have a fair,
equitable hiring process from start to
finish.

From attracting talent to onboarding,
here are a few things to consider to
make sure that you have an
equitable and fair hiring process
from start to finish:
Attract
Use inclusive language in job
postings (websites like Textio
and Gender Decoder can
help)
Ensure that your brand is
welcoming and appeals to a
diverse applicant pool (think:
website, social media, images
used, etc.)
Source
Go beyond LinkedIn, think
creatively about potential
sourcing outlets
Encourage diverse referrals
from employees
Screen
Identify and stick to a clear set
of criteria
Leverage blind screening and
testing whenever possible
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#2: RECRUITING
AND SOURCING
Interview
Train interviewers on how to
recognize and mitigate their
biases
Use scorecards or rubrics to
stick to criteria and reduce
bias
Select & Offer
Be mindful of pay equity and
avoid assumptions about
candidates past pay and/or
personal life structure
Compensation is more than
just money. Think about time
off, insurance and childcare as
part of the total
compensation package
Onboarding
Recruiting doesn’t end at the
offer, it’s important that
employees are set up for
success. See ‘Employee
Enablement’ below for more
information
Tip: Be mindful of time
constraints. Recruiting is about
playing the long game––you want to
hire the right people to help you
achieve goals, and hire people who
will invest in your organization,
ideally, long term.

Understand that "the
pipeline is never the
problem"
Be intentional about
sourcing and developing
diverse talent
The importance of
structured interviewing

#3 BUDGET
Let’s be real: In the past, many
companies have been hesitant to
allocate funds to DEI initiatives. We
now have plenty of research that
confirms what many of us already
knew, which is that DEI is a business
imperative.
Once you’ve gained buy-in (see
above), you’ll want to secure your
budget. To figure out exactly how
much budget you need, you’ll want
to:
Complete a full audit &
assessment of the current state of
DEI within your organization (if
you’re interested in learning more
about this, we recommend
checking out our “DEI in a Box
Playbook”),
Create a first pass of your strategy
Based on that, approximate how
many people and how much
time will be required to do the
work.

You need a budget! A DEIspecific budget––DEI efforts
can't happen without $$$
Invest in DEI more than snacks
and swag
Make sure you are
compensating those doing DEI
work, especially if it’s not the
job they were hired to do

#3 BUDGET
Keep in mind that it’s important that
you compensate those doing DEI
work––and we’re not talking about
those folks who you hired in
specifically to focus on DEI, but
rather those who were hired in for
other works and they’re taking on
DEI work as a bonus.
Now, if your budget is already low,
you’ll want to think of creative ways
to compensate those who have
contributed to your efforts (e.g. a
periodic gift card, quarterly lunch,
additional end of year bonus for
those contributing to building an
inclusive workplace, etc.).
Why? Because it’s important to
recognize all that people do and
contributing to building an inclusive
culture is just as important as
contributing to all other business
goals.

You need a budget! A DEIspecific budget––DEI efforts
can't happen without $$$
Invest in DEI more than snacks
and swag
Make sure you are
compensating those doing DEI
work, especially if it’s not the
job they were hired to do

#4 EDUCATION
AND TRAINING
We hear it time and time again:
DEI training doesn't work. That’s
false. But, let’s be clear: a one-time,
generic, out-of-the-box training isn’t
going to work. And your employees
won’t walk away from one or even
three trainings and be able to call
themselves DEI experts.

However, your employees can
become equipped with shared
language, learn how to foster
psychologically safe spaces for one
another, and commit to action
planning through consistent,
customized DEI workshops.
With space for vulnerable
discussions, perspective taking, and
action planning (meaning: you’ll
want to ask participants how they
will apply learnings to their day-today work), formal workshops or
trainings do make a difference.

Myth: DEI training doesn't
work.
It’s important that people
in your organization have
shared definitions of DEIrelated terms and themes
If nothing else, make sure
your leaders are educated

#4 EDUCATION
AND TRAINING
A formal, customized training,
facilitated by an experienced DEI
practitioner, in addition to
committing to other DEI-centered
initiatives and programming, can
result in a shift in organizational
culture. You can leverage trainings to
your advantage to foster a more
inclusive, equitable workplace.
Note, if you are working with a
limited budget, you’ll want to
prioritize educating your people
leaders, as you’ll want them to be
equipped to navigate and bridge
differences amongst your people,
and to be equipped to have hard
conversations.

Myth: DEI training doesn't
work.
It’s important that people
in your organization have
shared definitions of DEIrelated terms and themes
If nothing else, make sure
your leaders are educated

#5 DATA AND
METRICS
Data matters when it comes to DEI.
In particular, data can be quite
helpful when it comes to designing
and iterating your DEI strategy.
As in most areas of a business, it
helps to audit and assess the current
state of things before deciding what
actions or steps to take next toward
achieving your goals. The DEI space is
no different. Having a starting point is
essential. Some questions to
consider:
When it comes to DEI, what is our
ideal destination? What are our
aspirational goals? For example:
Let’s say you’re a tech organization
headquartered in a predominately
Latinx community. Despite that,
Latinx individuals only account for
2% of your employee population. You
could consider setting a goal to
increase your Latinx employee
population by X% by the end of
202Y.

Note: Be mindful that a DEI data
goal is not a quota. Demographic
quotas in many areas are illegal.
Please check your local and federal
laws for more information.

Leverage data as necessary, it
can be a useful tool, but don't let
it be the end all be all
If you don't have self ID data,
consider collecting/gathering it
from employees so you can look
at trends/patterns
Don't just focus on quantitative
data, in the DEI space qualitative
data is also valuable

#5 DATA AND
METRICS
What quantitative data do you
currently have? Do you have
employee self-ID data? If you don’t
already have it, you may want to
collect demographic information
from your employees.

Having data about your employees is
powerful; through data you can draw
useful insights about certain
demographics that you may leverage
as you build a more inclusive work
environment.
What qualitative data do you
currently have? What are your
employees saying? How do they
feel about your workplace? Asking
employees questions about equity,
inclusion, and belonging, is critical.

Without hearing directly from your
people and what their needs are,
you’ll just be designing and
implementing what you think they
want. So why not just ask them?
Consider surveys, 1:1 conversations,
and even focus groups, to gather
insights from your employees.

Leverage data as necessary, it
can be a useful tool, but don't let
it be the end all be all
If you don't have self ID data,
consider collecting/gathering it
from employees so you can look
at trends/patterns
Don't just focus on quantitative
data, in the DEI space qualitative
data is also valuable

#6
COMMUNICATIONS
Communications as it relates to DEI
may encompass many things. To
make it easier, we’ve broken this
down into what to focus on when it
comes to internal communications
and areas of focus for external
communications:
Internal
Be transparent with your
employees, make sure
everyone has fair access to
information, especially
information that directly
impacts them
Communicate frequently
and consistently. One best
practice is to include a regular
DEI update in town halls or
monthly/weekly email
updates to employees
Be receptive to feedback
from employees, and ensure
that there are several
channels or ways for
employees to provide
feedback (including at least 1
anonymous option)
Develop a communication
style––how you say things is
just as important as what you
say

Ensure that you're using inclusive
language whenever possible (i.e.,
website, social media, job
postings, etc.)
Transparency is key, especially
internally––but always set realistic
expectations
For external communications, be
intentional and be willing to
accept the consequences if you
make an error

#6
COMMUNICATIONS
Have one-on-one
conversations with people,
and don’t forget about those
who are not your direct
reports. Solicit feedback and
learn more about your
employees’ sense of inclusion
and belonging. Some people
are more comfortable
speaking directly to a person
and not a large group.
Don’t be afraid to
communicate before
something is completed. In
the DEI space, it is imperative
that you provide regular
updates, even on projects or
initiatives that are in process.
This signals not only
transparency, but shows the
progress that is being made.

Ensure that you're using inclusive
language whenever possible (i.e.,
website, social media, job
postings, etc.)
Transparency is key, especially
internally––but always set realistic
expectations
For external communications, be
intentional and be willing to
accept the consequences if you
make an error

#6
COMMUNICATIONS
External
Be mindful of the language
you use externally (i.e., on
your website, via social media,
branding materials, job
postings, etc.). The language
you use will impact external
perceptions of who you are
and what you stand for. You
can learn more about
inclusive language through
our playbook. Alternatively,
there are tons of resources
available online that cover the
importance of inclusive
language. There are also
several AI tools that can
review your writings for
inclusion/exclusion.
Images matter. If you include
images on your website, in
blog posts, or other social
media posts, remember to
prioritize diversity. Avoid using
images of or spotlighting the
same types of people.
Embrace difference and
always uplift
underrepresented voices

Ensure that you're using inclusive
language whenever possible (i.e.,
website, social media, job
postings, etc.)
Transparency is key, especially
internally––but always set realistic
expectations
For external communications, be
intentional and be willing to
accept the consequences if you
make an error

#6
COMMUNICATIONS
Create a unified voice, but
not one that is too stilted.
You want to be true to your
brand, but not so formal that
it seems forced. This ties to
the point above under
internal communications:
“develop a communication
style.”
If you make a mistake you
must be willing to accept
the consequences. And this
goes for your internal
communications as well.
Always be the first to call out
your errors and self-correct.
And understand that you may
lose partners, clients, etc., if
you mess up––that is ok. E.g., If
a leader made a racially
insensitive comment, they
should be the first to speak up
and self correct

Ensure that you're using inclusive
language whenever possible (i.e.,
website, social media, job
postings, etc.)
Transparency is key, especially
internally––but always set realistic
expectations
For external communications, be
intentional and be willing to
accept the consequences if you
make an error

#7 EMPLOYEE
ENABLEMENT
Often people interchangeably use
“employee enablement” and
“employee engagement,” and
while the two often overlap, they
are interdependent. When we’re
talking about engagement, we’re
focused on how satisfied and
motivated employees feel.

Engagement really focuses on
inclusion and belonging. On the
other hand, enablement is about
ensuring that your employees are
equipped with the resources and
tools necessary for them to feel
empowered to take action and
effectively do their job.
Here are a few tips for ensuring your
employees are enabled:

Ask employees what
they need
Have stay interviews
Have defined growth
matrices for all
employees

#7 EMPLOYEE
ENABLEMENT
Ensure that employees have
easy access to the essentials,
such as: information about
their benefits, DEI resources,
regular business updates,
tools/equipment necessary for
their role, professional
development resources, an org
chart and list of who’s who, etc.
And make sure that these
resources are aggregated into a
single source, such as an
intranet or single website
Ask them what they need.
Often leaders assume what
employees want instead of
asking them. A simple
question, such as: “How best
can I support you?” can be
used to further develop a more
equitable workplace. This can
be done 1:1 and/or in group
settings. Leaders should also
consider having skip-level
conversations. If you are in
leadership, take time out to
listen to the concerns of
people who are not your direct
reports. This will build trust
within your organization and
shows that you are open and
willing to hear everyone’s
opinion.

Ask employees what
they need
Have stay interviews
Have defined growth
matrices for all
employees

#7 EMPLOYEE
ENABLEMENT
Define career
paths/trajectories for all
employees. Sure, it may not be
possible to build out growth
matrices by role, but each
employee should have dedicated,
regular check-ins with a manager
to outline their short and longterm goals. Remember, if you
invest in your people, then you
invest in your business.

Ask employees what
they need
Have stay interviews
Have defined growth
matrices for all
employees

THANK YOU!

We hope you found these 7 essentials helpful. While this isn’t a
comprehensive guide, it is a good starting point for those who are
new to the DEI space. For a more holistic, detailed approach, we
recommend that you check out our full guide: “DEI in a Box
Playbook: How to Build a Holistic DEI Strategy.”
You may also want to consider joining our Slack-based online
community, where you can connect with others who are leveraging
DEI in a Box content.
For questions, comments, or feedback feel free to drop us a note at
info@deiinabox.com.

