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Executive Summary
The results presented here offer key insights about the current state of workforce diversity in Minnesota, including:
· To Minnesota’s employers, race is an important component of diversity—but not the only component of diversity.
· The vast majority of businesses define diversity along three or more characteristics—most often race/ethnicity, gender, and age.
· Almost half of employers whose employees all identify as non-Hispanic whites still perceive themselves as diverse.

· Most employers in Minnesota are actively trying to increase the racial diversity of their workforce, and the vast majority have already implemented at least one best practice in managing workers of diverse backgrounds.

· Small firms in Minnesota are less likely than large firms to report actively trying to increase diversity and to subscribe to common rationales for promoting diversity. Much of the attention around workforce diversity focuses on larger corporations, leaving the small business perspective out of the diversity conversation.

· Minnesota’s six regions provide employers with unique demographic backdrops that shape their perceptions of their own workforce diversity. Some strategies in managing diversity that make sense in the Twin Cities don’t translate to Greater Minnesota.

· Employers in the Education, Government, and Construction sectors are among the least racially diverse in Minnesota but are also the most likely to report actively trying to increase the racial diversity of their workforce. Education employers have the highest rate of any sector of engaging in best practices around managing diversity.
After a brief project background, this report will discuss how employers define diversity, whether employers perceive their workforces to be diverse, whether employers are seeking to increase diversity, and how employers are managing the diversity of their workforces.
Project Background
According to the latest available projections from the Minnesota State Demographic Center, Minnesota’s nonwhite or Hispanic population is expected to double between 2005 and 2035, reaching 25 percent of the total population.[footnoteRef:1] These population changes are not isolated to only certain areas of the state: each region is projected to become more racially and ethnically diverse over the coming decades than it is today. [1:  Minnesota Population Projections by Race and Hispanic Origin, 2005 to 2035, Minnesota State Demographic Center, January 2009] 

Critically, the presence of racial employment disparities threatens to leave this growing part of the state behind. The percentage of working age adults in Minnesota who are unemployed or not in the labor force is 59% among Dakota, 48% among Ojibwe, 45% among U.S.-born African-American, 40% among Somali, and 38% among Hmong populations. That’s compared to just 22% among the non-Hispanic white population.[footnoteRef:2]  [2:  The Economic Status of Minnesotans: A Chartbook With Data For 17 Cultural Groups, Minnesota State Demographic Center, January 2016.] 

In spring 2016, DEED conducted a first-of-its-kind survey of Minnesota employers to understand their current approach to workforce diversity. Questions ranged from how employers define diversity, to their perceptions of how diverse their current workforce is, to what best practices they have used to manage workers of diverse backgrounds. The survey included nearly 3,000 Minnesota employers—both large and small businesses—in every region and industry. Over 1,000 responded, providing an unprecedented look at the business practices affecting Minnesota’s rapidly diversifying workforce. 
This work is critical to helping us understand the employment outcomes of Minnesotans served in public workforce training programs. On a daily basis, state and local partners seek to connect an increasingly diverse group of job seekers to sustainable career pathways. In 2016, the state invested $8 million in workforce programming for underserved communities of color. These programs need to know whether Minnesota employers are ready to receive their talent. And this public workforce system needs to be ready to give small- and mid-size employers the resources they need to effectively employ staff from diverse backgrounds.
These results have a margin of error of 5 percent with a 95 percent confidence level. Full details of the methodology is available on DEED’s website.

How do employers define workforce diversity?
When Minnesota businesses talk about employee diversity for their organization, they most often refer to differences in the race, ethnicity, gender, age, national origin, and disability status of their workers (Figure 1).
88 percent of businesses define diversity along three or more characteristics provided in the survey. The most common definition, selected by eight percent of respondents, includes all of the above factors. This is followed by all of the factors except for criminal background (at five percent) and age and race/ethnicity (also at five percent). Four percent selected race/ethnicity alone.
[image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\Q1RaceMap.jpeg]Employer definitions of diversity do vary significantly by region. Employers in the Twin Cities and Central Minnesota are more likely than employers in Southwest Minnesota to include race/ethnicity in their definition of diversity (Figure 2). 
Employer definitions of diversity are also correlated with firm size: large employers tend to use a broader definition of diversity (Figure 3). (There are roughly equal numbers of firms in each size category; large firms employ over half of all workers in the state, and small- and medium-sized firms employ about equal portions of the remainder.)
Differences are most pronounced with national origin, disability, sexual orientation, religion, and veteran status, with large employers much more likely to include those in their definition than small employers. The order of most common factors also differs by firm size: among small employers, age is the second most common factor respondents include in their definition of diversity, above gender and national origin. 



Employer definitions of diversity vary significantly by industry (Table 1). 
Generally, across each industry, race/ethnicity, gender, and age are the top three factors included in the diversity definition by a significant margin. However, the industries that are the most traditionally male-dominated (Construction, Manufacturing, and Trade, Transportation, and Utilities) include Gender and Race/ethnicity at about the same rate, while industries that are traditionally more female-dominated (Education, Healthcare, and Leisure and Hospitality) see a significantly lower rate of including Gender. This could imply that employers’ definition of diversity is sensitive to traditionally under-represented groups in their industry that they are actively recruiting.
Similarly, employers in Construction, Manufacturing, and Other Services[footnoteRef:3] are most likely to include criminal background (over one in five), while those in Education and Financial Activities are least likely to (fewer than one in 10). Minnesota passed a so-called ‘ban the box’ law in 2014, which brought new awareness to the problem of employment discrimination faced by those with a criminal background. However, some occupations and industries, including Education and Financial Activities, are subject to state and federal regulations restricting the hiring of workers with a criminal background due to the sensitive nature of their work. [3:  Note that the Other Services industry is a catchall category that includes “equipment and machinery repairing, promoting or administering religious activities, grantmaking, advocacy, and providing drycleaning and laundry services”. The full definition is available on the Bureau of Labor Statistics website.] 

The factor with the highest variance by industry is sexual orientation, from a high of 63 percent of employers in Other Services to just 19 percent of employers in Natural Resources and Mining. Religion is another high-variance factor, with more than half of employers in Manufacturing, Healthcare, and Other Services including it in their definition compared to less than a third of employers in Leisure and Hospitality and Natural Resources and Mining. 
Employers in Natural Resources and Mining, which includes farming operations, have relatively narrow definitions of diversity and a high rate of responding they don’t know or don’t have a definition of diversity. The context of racial diversity in agriculture is very unique, with many farms around the state hiring foreign workers on seasonal visas. 


Table 1. Percent reporting they include the following in their definition of diversity, by industry
	
	Con-struction
	Edu-cation
	Financial Activities
	Govern-ment
	Health-care
	Leisure and Hospi-tality
	Manu-facturing
	Natural Resources and Mining
	Other Services
	Pro-fessional and Business Services
	Trade, Transpor-tation, and Utilities

	Race/
ethnicity
	87%
	95%
	82%
	91%
	92%
	83%
	86%
	68%
	81%
	88%
	82%

	Gender
	82%
	73%
	79%
	77%
	78%
	66%
	85%
	59%
	79%
	82%
	80%

	Age
	71%
	67%
	79%
	70%
	78%
	73%
	82%
	65%
	81%
	80%
	79%

	National origin
	58%
	68%
	61%
	66%
	72%
	56%
	71%
	49%
	71%
	68%
	63%

	Disability
	60%
	57%
	52%
	59%
	65%
	48%
	60%
	30%
	67%
	65%
	57%

	Sexual orientation
	33%
	47%
	50%
	58%
	62%
	46%
	57%
	19%
	63%
	57%
	50%

	Veteran status
	49%
	39%
	48%
	49%
	42%
	30%
	51%
	27%
	48%
	48%
	48%

	Religion
	33%
	42%
	43%
	49%
	58%
	31%
	60%
	30%
	56%
	49%
	44%

	Languages spoken
	36%
	43%
	36%
	41%
	49%
	33%
	43%
	30%
	46%
	38%
	35%

	Values/
beliefs
	16%
	23%
	29%
	33%
	39%
	24%
	36%
	19%
	31%
	36%
	32%

	Personality type
	29%
	14%
	29%
	25%
	30%
	31%
	30%
	22%
	29%
	32%
	27%

	Criminal background
	22%
	8%
	9%
	14%
	15%
	18%
	24%
	11%
	21%
	16%
	16%

	Not applicable
	0%
	2%
	2%
	2%
	1%
	8%
	4%
	11%
	8%
	4%
	5%

	Other - Write In
	7%
	5%
	5%
	5%
	2%
	3%
	2%
	0%
	2%
	5%
	5%

	Unsure/
don't know
	2%
	0%
	2%
	3%
	0%
	5%
	1%
	14%
	2%
	1%
	5%




Do employers have diverse workforces?
71 percent of employers report having a diverse workforce, according to their own definition of diversity that they reported above.
Just 21 percent of employers report that everyone in their workforce identifies as non-Hispanic white. Among these employers, 43 percent report having a diverse workforce according to their own definition of diversity. So while race/ethnicity is the most common factor included in Minnesota employers’ definitions of diversity, many employers recognize diversity in their workforce based on other factors as well.
In a largely white state like Minnesota, racial diversity is constrained by the diversity of available workers in the area. Over half of employers rate themselves equally or more racially diverse than their customers, community, or competitors (57, 63 and 60 percent, respectively). 
[image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\ACSMap.jpeg]Minnesota’s current labor force (those of working age who are either employed or unemployed) is 17 percent people of color or American Indian, but this figure varies widely by region. Communities of color are most concentrated in the Twin Cities region, at 24 percent, and least concentrated in Northeast Minnesota, at seven percent (Figure 4). Rates across the five Greater Minnesota regions are fairly similar, especially in comparison with the Twin Cities. 
Employer perceptions of their own diversity varies greatly by region, both with and without an external benchmark like the diversity of their community. Almost four in five Twin Cities employers rate themselves as diverse, according to their own definition of diversity (which may include race, age, gender, and other factors). This is the highest of any region (Figure 5, next page). In contrast, just three in five employers in Central Minnesota rate themselves as diverse. Source: U.S. Census Bureau, American Community Survey

However, this pattern flips when employers report whether the racial diversity of their workforce matches or exceeds the diversity of their city or town: Twin Cities employers are the least likely to report being as diverse as their city or town (Figure 6, next page). These results point to the importance of considering diversity, and especially racial diversity, in a local context. 
[image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\Q2Map.jpeg][image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\Q5Map.jpeg]
Workers of color are slightly more concentrated in large firms, according to Census data (Figure 7, next page). (Note a small difference in definition of “small firms” between Census data and DEED’s survey). Part of this difference could be due to the concentration of large firms in the Twin Cities, Minnesota’s most racially diverse region; the available data are not granular enough to test this.
Small firms are significantly less likely to report that their workforce is diverse. Three out of four large and medium sized firms rate themselves as diverse according to their own definition, but significantly fewer small businesses do: just three out of five (Figure 8, next page). 


Source: U.S. Census Bureau, Quarterly Workforce Indicators

When asked to rate their workforce diversity relative to their community, small firms report being equally or more diverse at a higher rate than large firms (Figure 9). This trend holds true even within the diverse Twin Cities region. 
Comparing these responses to those on the percent reporting their workforce is diverse according to their own definition (Figure 7) yields some surprising trends. Once given a benchmark (their community) and instructed to limit diversity to racial diversity, much fewer large employers rate themselves as diverse (75 percent falls to 59 percent) while over 60 percent of small employers rate themselves as diverse under both criteria. 
This could be due in part to large employers’ broader definitions of diversity, which include more factors other than race.
Leisure and Hospitality employers in Minnesota have the highest concentration of workers of color, at 22 percent, and Construction has the lowest, at eight percent (Figure 10). Source: U.S. Census Bureau, Quarterly Workforce Indicators

The relative racial diversity among industries largely aligns with employers’ self-assessment of their own diversity using their broader definition of diversity (Figure 11). 
One exception is of note: although Construction is the least racially diverse industry in Minnesota, three out of four construction firms report that their workforce is diverse according to a broad definition, among the highest rate of any industry. One explanation could be that the emphasis on both gender and racial diversity (through explicit hiring targets in government contracts) means racial diversity alone is not a good proxy for overall perceived diversity. 
Government and Education Services have a significantly lower rate of self-assessed workforce diversity than most other industries (with the exception of Natural Resources and Mining): only about half report that their workforce is diverse according to their stated definition.

Industries have different customer bases and likely have varying levels of pressure to match the diversity of their customer base in their workforce. Government and Education Services have significantly higher rates than other industries of reporting their workforce is less diverse than their customer base: they also have the broadest (and, for Education Services, the youngest) customer base (Figure 12). 
The goods-producing industries (Manufacturing, Natural Resources and Mining, and Construction) and Professional and Business Services had the most difficulty answering this question (up to two in five report being unsure), presumably because their customer base tends to be other business entities rather than individual consumers.

Employers in the Natural Resources and Mining industry are most likely to rate themselves as more diverse than their city or town (Figure 13), a result driven by employers in agriculture, half of whom report being more diverse than their city or town (not shown). According to Census data, 12 percent of agricultural employees in Minnesota are Hispanic or Latino, the highest rate of any industry. Moreover, this employment is concentrated in rural areas which tend to be less racially diverse.

While government employers rate themselves the least diverse compared to their direct competitors, employers in Education Services are among the top (Figure 14)—what could account for this divergence between the two industries which consistently rank themselves among the least diverse? One possibility is that the competition for Education Services workers is more limited: workers tend to be highly credentialed in teaching (which translates into higher costs of changing occupations) with fewer private sector opportunities in their profession than Government workers, who may be able to continue in their communications, research, administrative, or other profession in the private sector.
Finally, employers in Leisure and Hospitality rate themselves as highly diverse relative to all three benchmarks provided. Age of worker may be a factor here, as this industry includes many typical first jobs that a young adult might hold, from fast food worker to movie theatre attendant. 

Are employers trying to increase the diversity of their workforce?
Business literature on diversity suggests many efforts to diversify are more successful in entry-level positions than in higher-level positions. At the same time, the successful retention of staff can depend on having a diverse management team, both so staff can see a career progression for themselves and also so they can be mentored by managers of similar backgrounds. Because of this, employers may have different diversity strategies for their entry-level positions than their management-level positions.
57 percent of employers report actively trying to increase racial diversity in entry-level positions; 53 percent in management positions. This difference is within the margin of error, implying that most employers tend to view diversity at all levels as occurring simultaneously.
Academic and business literature suggests a strong business case for employing a diverse workforce, from improving the workplace culture to increasing the productivity and creativity of teams, as well as a social responsibility case for improving employment equity. The literature also suggests that racial diversity may signal to applicants of all races that they will be welcomed, increasing the potential applicant pool. 
66 percent of employers indicate that they would seek to increase racial diversity to attract the best applicants (Figure 15). Additional reasons that resonate with respondents are to improve their work environment or culture (44 percent) and to improve racial equity (41 percent).


Twin Cities employers are most likely to report actively promoting diversity (72 percent, Figure 16) and are most likely to report that others in their region are actively promoting diversity (42 percent, Figure 17), while employers in Northwest and Southwest Minnesota are least likely to do either. The similarity in the regional patterns between these two questions implies that employers do have a good idea of how other employers in their region are approaching diversity.
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The regional landscape of diversity in Minnesota affects how employers approach diversity. Employers in Northwest and Southwest Minnesota are much less likely to report that they would increase racial diversity to improve racial equity (Figure 18). This suggests that some of the business rationales to increase diversity will be more salient in some regions than in others.
Efforts to diversity vary widely by firm size as well (Figure 19). Nearly four in five large employers in Minnesota are seeking to increase their workforce diversity, but fewer than two in five small employers are: a striking 50 percentage point divide.
[image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\Q11EquityMap.jpeg]

Consistent with the finding that only about one in four small firms report that they are actively seeking to increase the racial diversity of their workforce, small firms are significantly less likely than large firms to agree with any of the provided reasons for increasing the racial diversity of their workforce (Figure 20). Even among small businesses, though, over half agree that they would increase the racial diversity of their workforce to attract the best applicants.



Education Services, Construction, and Government employers are significantly more likely than those in other industries to report that their industry is trying to diversify their entry-level workforce (Figure 21). Each of these three industries has seen public pressure to increase diversity where public funds are involved.
In each industry, employers report that they are trying to increase racial diversity at a higher rate than other employers in their industry (Figure 22). The two questions have two different sources of potential bias in opposite directions: a potential lack of knowledge about other employers’ efforts gives us a likely lower bound, while the tendency to over-report their own efforts gives us a likely upper bound, on a true rate.
[bookmark: _GoBack]Once again, Education Services and Government employers stand out: they have the closest rate between the two questions, with a two and five percentage point differential in entry-level diversity efforts (respectively) compared to 17 to 26 percentage point differential among all other industries. Government and Education Services employers may have stronger networks and therefore better information sharing around diversity efforts.

How are employers managing the diversity of their current workforce?
The academic and business literature on best practices in managing workforce diversity identifies multiple strategies; this survey included ten that cover a range of strategy areas, from hiring to retention to staffing organization. 80 percent of employers are engaging in at least one best practice in recruitment and retention, most commonly by ensuring that the stated minimum qualifications are truly required and by paying for the professional development of employees (Figure 23).
[image: S:\Groups\PPM\Employer Workforce Diversity\Employer Survey\Analysis\Q12HiringMap.jpeg]Nearly half of employers are engaging in higher-level leadership best practices which ensure that a commitment to diversity has been included in the employer’s strategic direction (Figure 24, previous page). The most common best practice in this group is senior leadership communicating a commitment to diversity which, although it is “only talk”, sets the tone for the organization and effectively acts as a prerequisite for other management activities. 
Additionally, some recruitment best practices to increase workforce diversity depend on a minimum threshold of diversity in the available labor pool, including attending hiring events focused on people of color. Indeed, this strategy is most common among Twin Cities employers (Figure 25). This highlights the need to view workforce diversity relative to the employer’s location within Minnesota and adjust strategies accordingly.
Small firms are significantly less likely to engage in the best practices in managing diversity suggested by business and academic literature (Figures 26 and 27, next page). It is important to note that these best practices tend to be discussed and recommended in the context of large corporations; very little of the literature addresses smaller businesses. It may be that small firms are effectively managing their workforce diversity using other practices not included in the survey. Small businesses are relatively more likely to support a formal mentoring program among employees than participate in hiring events focused on people of color or make diversity training available to all employees, distinct from large employers. Mentoring is not explicitly about diversity, which may account for this trend.

	Table 2. Percent agreeing with the following reasons to increase the racial diversity of their workforce, by industry

	
	To attract the best applicants
	To improve work environment or culture
	To improve racial equity
	To increase customer appeal
	To increase employee productivity
	Other - Write In
	Not applicable
	Unsure/ don't know

	Other Services
	72%
	55%
	51%
	30%
	13%
	4%
	9%
	9%

	Government
	70%
	49%
	51%
	35%
	27%
	7%
	11%
	10%

	Professional and Business Services
	70%
	56%
	47%
	19%
	16%
	8%
	10%
	9%

	Health Services
	66%
	44%
	42%
	30%
	21%
	11%
	11%
	6%

	Financial Activities
	65%
	35%
	27%
	23%
	13%
	10%
	10%
	13%

	Trade, Transportation, and Utilities
	65%
	39%
	35%
	38%
	20%
	5%
	12%
	11%

	Education Services
	65%
	53%
	60%
	40%
	20%
	17%
	5%
	10%

	Leisure and Hospitality
	64%
	41%
	38%
	24%
	26%
	6%
	13%
	14%

	Natural Resources and Mining
	63%
	23%
	6%
	11%
	29%
	6%
	14%
	20%

	Manufacturing
	60%
	29%
	30%
	6%
	12%
	14%
	13%
	11%

	Construction
	55%
	36%
	36%
	19%
	29%
	24%
	10%
	14%



Industries vary widely in their selection of reasons to increase the racial diversity of their workforce; this variance is most pronounced for the reason “To improve racial equity”, which speaks to a less profit-driven motivation (Table 2). Just six percent of employers in Natural Resources and Mining reported that racial equity would be a reason for them to increase racial diversity, while over half of Education Services, Government, and Other Services employers agreed with that reason. 
Employers in Education Services, Trade, Transportation, and Utilities, and Government agree with “To increase customer appeal” at relatively high rates; this is consistent with the general public focus of government and education, and employers in retail, who compete with each other for younger (and more diverse) customers, may be driving this result in the Trade, Transportation, and Utilities sector.
Construction employers are most likely to write in a reason why they would increase the racial diversity of their workforce; nearly half of these responses cite the requirements for diversity laid out in government contracts. 
One trend unites all industries: employers are significantly more likely to agree with “To attract the best applicants” than any other reason. 

	Table 3. Percent reporting they have engaged in the following recruitment and retention best practices within the past three years, by industry

	
	Ensure that stated minimum qualifications are truly required
	Pay for professional development of employees
	Make diversity training available to all employees
	Participate in hiring events focused on people of color
	Support a formal mentoring program among employees
	Other
	None of the above

	Government
	75%
	58%
	43%
	23%
	17%
	5%
	11%

	Health Services
	67%
	58%
	40%
	25%
	28%
	4%
	7%

	Professional and Business Services
	59%
	52%
	28%
	24%
	39%
	9%
	15%

	Education Services
	58%
	82%
	48%
	27%
	49%
	2%
	5%

	Financial Activities
	54%
	50%
	29%
	13%
	17%
	2%
	21%

	Other Services
	53%
	51%
	30%
	23%
	23%
	4%
	19%

	Trade, Transportation, and Utilities
	51%
	37%
	31%
	20%
	23%
	6%
	23%

	Manufacturing
	48%
	46%
	25%
	22%
	22%
	8%
	27%

	Construction
	46%
	41%
	22%
	34%
	15%
	12%
	22%

	Leisure and Hospitality
	38%
	21%
	15%
	13%
	16%
	5%
	47%

	Natural Resources and Mining
	29%
	23%
	16%
	10%
	10%
	10%
	48%



Employers in the Education Services industry are the most likely to report paying for employee professional development, making diversity training available to all employees, and supporting a formal mentoring program among employees (Table 3). 
Employers in the Construction industry are the most likely to report they participate in hiring events for people of color—relatively fewer report doing any of the other best practices around retention rather than recruitment.
Government and Health Services employers are the most likely to report that they have ensured that the stated minimum qualifications on job postings are actually necessary. Both of these industries tend to have large employers with centralized human resource functions and policies—whose very efficiency can maintain a status quo, for instance in minimum qualifications, past its usefulness.
Employers in Leisure and Hospitality and Natural Resources and Mining are most likely to report doing none of the above.

	Table 4. Percent reporting they have engaged in the following leadership best practices within the past three years, by industry

	
	Senior leadership communicate commitment to diversity
	Develop a clear business rationale for increased diversity
	Devote an office, department, or task force to increasing diversity
	Include progress on diversity goals in at least one manager's job review
	Establish explicit goals for the use of women- or minority-owned suppliers
	Other
	None of the above

	Education Services
	53%
	31%
	33%
	31%
	9%
	2%
	38%

	Health Services
	48%
	21%
	18%
	15%
	6%
	2%
	42%

	Other Services
	46%
	20%
	13%
	13%
	11%
	9%
	48%

	Construction
	39%
	27%
	17%
	15%
	24%
	7%
	39%

	Professional and Business Services
	37%
	22%
	16%
	14%
	11%
	6%
	50%

	Government
	34%
	23%
	15%
	9%
	9%
	6%
	48%

	Trade, Transportation, and Utilities
	29%
	18%
	12%
	11%
	9%
	6%
	60%

	Manufacturing
	27%
	16%
	10%
	11%
	5%
	6%
	56%

	Leisure and Hospitality
	22%
	16%
	7%
	2%
	3%
	4%
	72%

	Financial Activities
	20%
	20%
	12%
	10%
	8%
	6%
	58%

	Natural Resources and Mining
	10%
	16%
	3%
	3%
	3%
	10%
	74%



About half of employers in Education, Health, and Other Services say their senior leadership communicate a commitment to diversity (Table 4). Remember, Other Services includes advocacy and civic organizations. Education and Construction employers are most likely to have a clear business rationale for increased diversity, presumably from research finding students with at least one teacher of a similar background have better educational outcomes to government contracts requiring a certain percentage of women and people of color working on (and supplying) a construction project. 
Once again, employers in Leisure and Hospitality and Natural Resources and Mining are most likely to report doing none of these.


Conclusion
While this report illuminates the current state of workforce diversity in Minnesota, it also raises important questions that remain unanswered:
· Is there a business case for diversity that can appeal specifically to small employers? Are there best practices in managing diversity that are unique to small employers? What’s already working for small businesses in Minnesota?

· What best practices can Minnesota’s already-diverse sectors, like Manufacturing, Leisure and Hospitality, and Natural Resources and Mining, implement around retaining diverse talent and implementing career pathways into higher wage occupations? What’s already working in these sectors?
Further research and outreach to employers will help to address these questions and aid Minnesota’s employers in welcoming tomorrow’s more diverse workforce.
Figure 1. Percent reporting they include the following in their definition of diversity

% Yes	
Unsure/don't know	Not applicable	Other - write in	Criminal background	Personality type	Values/beliefs	Language spoken	Veteran status	Religion	Sexual orientation	Disability	National origin	Age	Gender	Race/ethnicity	2.598652550529355E-2	3.6573628488931663E-2	3.7536092396535131E-2	0.1588065447545717	0.27237728585178056	0.3089509143407122	0.39557266602502406	0.43118383060635224	0.46487006737247355	0.52069297401347447	0.57747834456207892	0.64773820981713182	0.76034648700673724	0.77382098171318581	0.86621751684311843	

Figure 3. Percent reporting they include the following in their definition of diversity, by firm size

Small (10 to 49 employees)	Criminal background	Personality type	Values/beliefs	Language spoken	Veteran status	Religion	Sexual orientation	Disability	Age	National origin	Gender	Race/ethnicity	0.12318840579710146	0.22463768115942029	0.21739130434782608	0.26449275362318841	0.27536231884057971	0.30072463768115942	0.35144927536231885	0.42028985507246375	0.72101449275362317	0.43478260869565216	0.69202898550724634	0.76086956521739135	Medium (50 to 249 employees)	Criminal background	Personality type	Values/beliefs	Language spoken	Veteran status	Religion	Sexual orientation	Disability	Age	National origin	Gender	Race/ethnicity	0.17016806722689076	0.26680672268907563	0.29831932773109243	0.38655462184873951	0.40966386554621848	0.43907563025210083	0.51680672268907568	0.55672268907563027	0.75840336134453779	0.67016806722689071	0.76470588235294112	0.87394957983193278	Large (250+ employees)	Criminal background	Personality type	Values/beliefs	Language spoken	Veteran status	Religion	Sexual orientation	Disability	Age	National origin	Gender	Race/ethnicity	0.17421602787456447	0.32752613240418116	0.41463414634146339	0.53658536585365857	0.61672473867595823	0.66550522648083621	0.68989547038327526	0.76306620209059228	0.80139372822299648	0.81533101045296164	0.86759581881533099	0.95470383275261328	



Figure 7. Percent of workers in each firm size category from communities of color

Percent of workers in each firm size category from communities of color	
Small (20 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	0.14661694489391053	0.17420579053681826	0.18429712959106168	

Figure 9. Percent reporting that their workforce is more, equally, or less racially diverse than their community, by firm size

% MORE	
Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	9.5940959409594101E-2	0.14957264957264957	0.18439716312056736	% SAME	
Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	0.56826568265682653	0.48076923076923078	0.41134751773049644	% LESS	
Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	0.22140221402214022	0.24786324786324787	0.30496453900709219	% UNSURE	
Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	0.11439114391143912	0.12179487179487179	9.9290780141843976E-2	My  workforce is MORE diverse	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	26	70	52	We're about the SAME	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	154	225	116	My workforce is LESS diverse	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	60	116	86	Unsure/ don't know	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	31	57	28	<	NA	>	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	8	13	7	N responded	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	271	468	282	


Figure 8. Percent reporting their workforce is diverse, according to their own definition, by firm size

% Yes	
Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	0.6058394160583942	0.74207188160676529	0.74736842105263157	Yes	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	166	351	213	No	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	70	98	60	Unsure/don't know	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	38	24	12	N responded	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	274	473	285	<	NA	>	Small (10 to 49 employees)	Medium (50 to 249 employees)	Large (250+ employees)	5	8	4	

Figure 11. Percent reporting that their workforce is diverse according to their stated definition, by industry

% Yes	
Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	0.48958333333333331	0.4942528735632184	0.58333333333333337	0.72368421052631582	0.72916666666666663	0.73333333333333328	0.76146788990825687	0.76363636363636367	0.76470588235294112	0.78448275862068961	0.7921348314606742	Yes	Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	47	43	21	110	35	33	83	42	65	91	141	No	Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	39	38	6	29	11	11	19	10	16	16	28	Unsure/don't know	Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	10	6	9	13	2	1	7	3	4	9	9	N responded	Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	96	87	36	152	48	45	109	55	85	116	178	<	NA	>	Education Services	Government	Natural Resources and Mining	Trade, Transportation, and Utilities	Other Services	Construction	Professional and Business Services	Financial Activities	Manufacturing	Leisure and Hospitality	Health Services	2	2	2	2	1	0	2	1	1	1	3	

Figure 10. Percent of workforce in Minnesota that identifies as a race or ethnicity other than white, non-Hispanic, by industry

Percent POC	
Construction	Education Services	Financial Activities	Trade, Transportation, and Utilities	Government	Other Services	Natural Resources and Mining	Professional and Business Services	Manufacturing	Health Services	Leisure and Hospitality	7.9907415796973719E-2	0.10249648382559776	0.12528355580436545	0.12911956444995332	0.13124854591693474	0.14794779606601358	0.15544022242817424	0.17939860102377186	0.18799267755071544	0.20030308153770046	0.22295264247264368	

Figure 12. Percent reporting that their workforce is more, equally, or less racially diverse than their customer base, by industry

% MORE	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	3.3112582781456956E-2	3.7037037037037035E-2	4.2105263157894736E-2	6.0240963855421686E-2	0.10280373831775701	0.13636363636363635	0.14705882352941177	0.14893617021276595	0.17857142857142858	0.26256983240223464	0.28695652173913044	% SAME	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	0.58278145695364236	0.57407407407407407	0.31578947368421051	0.33734939759036142	0.50467289719626163	0.36363636363636365	0.44117647058823528	0.38297872340425532	0.26190476190476192	0.4022346368715084	0.46086956521739131	% LESS	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	0.2185430463576159	0.29629629629629628	0.58947368421052626	0.50602409638554213	0.13084112149532709	0.22727272727272727	0.11764705882352941	0.36170212765957449	0.15476190476190477	0.24581005586592178	0.14782608695652175	% UNSURE	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	0.16556291390728478	9.2592592592592587E-2	5.2631578947368418E-2	9.6385542168674704E-2	0.26168224299065418	0.27272727272727271	0.29411764705882354	0.10638297872340426	0.40476190476190477	8.9385474860335198E-2	0.10434782608695652	My  workforce is MORE diverse	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	5	2	4	5	11	6	5	7	15	47	33	We're about the SAME	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	88	31	30	28	54	16	15	18	22	72	53	My workforce is LESS diverse	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	33	16	56	42	14	10	4	17	13	44	17	Unsure/ don't know	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	25	5	5	8	28	12	10	5	34	16	12	<	NA	>	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	3	2	3	6	4	1	4	2	2	2	2	N responded	Trade, Transportation, and Utilities	Financial Activities	Education Services	Government	Professional and Business Services	Construction	Natural Resources and Mining	Other Services	Manufacturing	Health Services	Leisure and Hospitality	151	54	95	83	107	44	34	47	84	179	115	



Figure 13. Percent reporting that their workforce is more, equally, or less racially diverse than their city or town, by industry

% MORE	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	5.8823529411764705E-2	6.25E-2	7.407407407407407E-2	0.10638297872340426	0.11258278145695365	0.12149532710280374	0.15909090909090909	0.16759776536312848	0.21176470588235294	0.25438596491228072	0.30555555555555558	% SAME	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	0.37647058823529411	0.40625	0.59259259259259256	0.44680851063829785	0.56953642384105962	0.47663551401869159	0.34090909090909088	0.48603351955307261	0.55294117647058827	0.5	0.47222222222222221	% LESS	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	0.4823529411764706	0.45833333333333331	0.25925925925925924	0.31914893617021278	0.19867549668874171	0.22429906542056074	0.29545454545454547	0.25139664804469275	0.12941176470588237	0.14912280701754385	8.3333333333333329E-2	% UNSURE	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	8.2352941176470587E-2	7.2916666666666671E-2	7.407407407407407E-2	0.1276595744680851	0.11920529801324503	0.17757009345794392	0.20454545454545456	9.4972067039106142E-2	0.10588235294117647	9.6491228070175433E-2	0.1388888888888889	My  workforce is MORE diverse	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	5	6	4	5	17	13	7	30	18	29	11	We're about the SAME	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	41	44	14	15	30	24	13	45	11	17	3	My workforce is LESS diverse	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	7	7	4	6	18	19	9	17	9	11	5	Unsure/ don't know	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	32	39	32	21	86	51	15	87	47	57	17	<	NA	>	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	4	2	2	2	3	4	1	2	1	3	2	N responded	Government	Education Services	Financial Activities	Other Services	Trade, Transportation, and Utilities	Professional and Business Services	Construction	Health Services	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	85	96	54	47	151	107	44	179	85	114	36	



Figure 14. Percent reporting that their workforce is more, equally, or less racially diverse than their direct competitors' workforces, by industry

% MORE	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	1.1764705882352941E-2	2.2727272727272728E-2	3.7735849056603772E-2	5.5555555555555552E-2	5.9602649006622516E-2	7.5471698113207544E-2	8.3333333333333329E-2	8.98876404494382E-2	9.4736842105263161E-2	0.15789473684210525	0.19148936170212766	% SAME	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	0.41176470588235292	0.54545454545454541	0.51886792452830188	0.66666666666666663	0.54966887417218546	0.52830188679245282	0.35714285714285715	0.5730337078651685	0.63157894736842102	0.54385964912280704	0.34042553191489361	% LESS	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	9.4117647058823528E-2	0.11363636363636363	3.7735849056603772E-2	2.7777777777777776E-2	2.6490066225165563E-2	9.4339622641509441E-2	3.5714285714285712E-2	6.1797752808988762E-2	9.4736842105263161E-2	2.6315789473684209E-2	6.3829787234042548E-2	% UNSURE	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	0.4823529411764706	0.31818181818181818	0.40566037735849059	0.25	0.36423841059602646	0.30188679245283018	0.52380952380952384	0.2752808988764045	0.17894736842105263	0.27192982456140352	0.40425531914893614	My  workforce is MORE diverse	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	1	1	4	2	9	4	7	16	9	18	9	We're about the SAME	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	35	24	55	24	83	28	30	102	60	62	16	My workforce is LESS diverse	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	8	5	4	1	4	5	3	11	9	3	3	Unsure/ don't know	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	41	14	43	9	55	16	44	49	17	31	19	<	NA	>	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	4	1	5	2	3	3	2	3	3	3	2	N responded	Government	Construction	Professional and Business Services	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Manufacturing	Health Services	Education Services	Leisure and Hospitality	Other Services	85	44	106	36	151	53	84	178	95	114	47	



Figure 15. Percent agreeing with the following reasons to increase the racial diversity of their workforce

% Yes	
Other - Write In	Unsure/ don't know	Not applicable	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	9.9800399201596807E-2	0.10379241516966067	0.10978043912175649	0.21057884231536927	0.2744510978043912	0.40618762475049902	0.43512974051896208	0.65568862275449102	

Figure 19. Percent reporting that they are actively trying to increase racial diversity in their workforce, by skill level and firm size

Management-Level	
Small	Medium	Large	0.2339622641509434	0.55180180180180183	0.78021978021978022	Entry-Level	
Small	Medium	Large	0.29477611940298509	0.60526315789473684	0.76978417266187049	


Figure 20. Percent agreeing with the following reasons to increase the racial diversity of their workforce, by firm size

% Small	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	0.20224719101123595	0.1797752808988764	5.2434456928838954E-2	0.14981273408239701	0.14606741573033707	0.22097378277153559	0.22846441947565543	0.53558052434456926	% Medium	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	9.1703056768558958E-2	0.10043668122270742	0.10043668122270742	0.1943231441048035	0.26419213973799127	0.3930131004366812	0.42794759825327511	0.65283842794759828	% Large	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	2.8880866425992781E-2	5.7761732851985562E-2	0.1444043321299639	0.29602888086642598	0.41516245487364623	0.60649819494584833	0.64620938628158842	0.776173285198556	Small	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	54	48	14	40	39	59	61	143	Medium	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	42	46	46	89	121	180	196	299	Large	Unsure/ don't know	Not applicable	Other - Write In	To increase employee productivity	To increase customer appeal	To improve racial equity	To improve work environment or culture	To attract the best applicants	8	16	40	82	115	168	179	215	



Figure 22. Percent reporting that they are actively trying to increase racial diversity in their workforce, by skill level and industry

Management-Level	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Government	Other Services	Professional and Business Services	Education Services	Health Services	Construction	0.48780487804878048	0.42727272727272725	0.44117647058823528	0.46853146853146854	0.43396226415094341	0.53658536585365857	0.54347826086956519	0.5714285714285714	0.6063829787234043	0.60588235294117643	0.625	Entry-Level	Manufacturing	Leisure and Hospitality	Natural Resources and Mining	Trade, Transportation, and Utilities	Financial Activities	Government	Other Services	Professional and Business Services	Education Services	Health Services	Construction	0.4642857142857143	0.47368421052631576	0.48571428571428571	0.4863013698630137	0.50943396226415094	0.59036144578313254	0.61702127659574468	0.61904761904761907	0.63157894736842102	0.63218390804597702	0.7441860465116279	



Figure 21. Percent reporting that employers in their industry are actively trying to increase racial diversity in their workforce, by skill level and industry

Management-Level	Manufacturing	Natural Resources and Mining	Leisure and Hospitality	Trade, Transportation, and Utilities	Financial Activities	Professional and Business Services	Other Services	Health Services	Government	Construction	Education Services	0.20481927710843373	0.17142857142857143	0.26126126126126126	0.2986111111111111	0.25925925925925924	0.31132075471698112	0.31914893617021278	0.36627906976744184	0.46835443037974683	0.42857142857142855	0.57777777777777772	Entry-Level	Manufacturing	Natural Resources and Mining	Leisure and Hospitality	Trade, Transportation, and Utilities	Financial Activities	Professional and Business Services	Other Services	Health Services	Government	Construction	Education Services	0.22352941176470589	0.22857142857142856	0.2807017543859649	0.3108108108108108	0.33962264150943394	0.36792452830188677	0.38297872340425532	0.40112994350282488	0.54117647058823526	0.54545454545454541	0.61290322580645162	



Figure 23. Percent reporting they engaged in the following recruitment and retention best practices within the past three years

% Yes	
Other	None of the above	Participate in hiring events focused on people of color	Support a formal mentoring program among employees	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	5.7459677419354836E-2	0.20262096774193547	0.21673387096774194	0.25806451612903225	0.3276209677419355	0.48790322580645162	0.55443548387096775	

Figure 24. Percent reporting they engaged in the following leadership best practices within the past three years

% Yes	
Other	Establish explicit goals for the use of women- or minority-owned suppliers	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	None of the above	0.05	7.9166666666666663E-2	0.12604166666666666	0.14895833333333333	0.20937500000000001	0.34791666666666665	0.51875000000000004	

Figure 26. Percent reporting they have engaged in the following recruitment and retention best practices within the past three years, by firm size

Small (10 to 49 employees)	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	0.36842105263157893	3.3834586466165412E-2	0.17293233082706766	5.6390977443609019E-2	0.13157894736842105	0.36090225563909772	0.42105263157894735	Medium (50 to 249 employees)	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	0.19026548672566371	5.0884955752212392E-2	0.24336283185840707	0.17035398230088494	0.31858407079646017	0.48893805309734512	0.55973451327433632	Large (250+ employees)	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	6.2043795620437957E-2	9.1240875912408759E-2	0.36496350364963503	0.4489051094890511	0.53284671532846717	0.60948905109489049	0.67518248175182483	Small	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	98	9	46	15	35	96	112	Medium	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	86	23	110	77	144	221	253	Large	None of the above	Other	Support a formal mentoring program among employees	Participate in hiring events focused on people of color	Make diversity training available to all employees	Pay for professional development of employees	Ensure that stated minimum qualifications are truly required	17	25	100	123	146	167	185	



Figure 27. Percent reporting they have engaged in the following leadership best practices within the past three years, by firm size

Small (10 to 49 employees)	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	3.4883720930232558E-2	4.6511627906976744E-2	0.75968992248062017	1.1627906976744186E-2	1.1627906976744186E-2	8.9147286821705432E-2	0.13953488372093023	Medium (50 to 249 employees)	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	4.1284403669724773E-2	6.6513761467889912E-2	0.52522935779816515	9.4036697247706427E-2	0.11238532110091744	0.18119266055045871	0.34633027522935778	Large (250+ employees)	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	7.8947368421052627E-2	0.13157894736842105	0.27443609022556392	0.28947368421052633	0.34210526315789475	0.37218045112781956	0.59022556390977443	Small	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	9	12	196	3	3	23	36	Medium	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	18	29	229	41	49	79	151	Large	Other	Establish explicit goals for the use of women- or minority-owned suppliers	None of the above	Include progress on diversity goals in at least one manager's job review	Devote an office, department, or task force to increasing diversity	Develop a clear business rationale for increased diversity	Senior leadership communicate commitment to diversity	21	35	73	77	91	99	157	
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Figure 2. Percent of employers reporting they
include racel/ethnicity in their definition of diversity
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Figure 4. Percent of labor force which
identifies as American Indian or a person of color
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Figure 5. Percent of employers reporting their
workforce is diverse according to their own definition

66% 65%

61%

79%

64% 1%




image5.jpeg
Figure 6. Percent of employers reporting their
workforce is as racially diverse as their city or town
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Figure 16. Percent of employers reporting
they are actively seeking to increase the
racial diversity of their entry-level workforce
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Figure 17. Percent of employers reporting others in their
region are actively seeking to increase the racial
diversity of their entry-level workforce
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Figure 18. Percent of employers reporting
they would increase the racial diversity
of their workforce to improve racial equity
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Figure 25. Percent of employers reporting they
attended a hiring event for people of color
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