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1

Organizations ending contracts with MPD, lobbying, and advocacy

Board leadership, hiring, observed holidays, and culture

Corporate funds and financial support for Black-owned businesses
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3

Unearth & elevate actionable ideas for building accountability into racial equity solutions from 
BIPOC individuals.
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43% of participants are employed

40% are employed

non-profit organizations (26%),
government (20%) private sector (19%).

2-5 years (21%) 6-9 
years (21%), 10-15 years (23%), 15-20 years 
(16%), and 21 or more years (16%). 

11% executive 
leadership team 21% are in managerial 
positions 37%
professional staff

The Community Pulse’s participant pool reflects a wide 
range of professional backgrounds and expertise 5



 

65% of participants identify as 
Black 16% identify as 
Asian / Pacific Islander
15% identify as Hispanic.

female-identifying (79%)
17% identify as men

7% identify as non-binary, 
genderqueer, queer, or 

transgender.
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1

BIPOC employees are skeptical about real change but can be convinced through clear actions 
mapped against timelines that include explicit accountability measures.

Anti-racist efforts are still early in their formation and many organizations have yet to find their 
stride, though they’re beginning to try.

Advancement opportunities specifically designed for BIPOC employees are still relatively 
uncommon but would be welcomed. 
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3

Funds dedicated to anti-racism efforts can cause more harm than good if misused, misdirected, 
or made difficult to access.

4

BIPOC employees believe data and transparency should guide all anti-racism efforts in the 
workplace. 
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Organizations represented in this report are most likely to be in the first two phases
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ANTI-RACIST EFFORTS ARE BEGINNING TO FIND 
THEIR FOOTING IN ORGANIZATIONS

CEOs & leadership teams are getting involved; starting to align organizational goals and values with anti-racist 
performance indicators.

The top three activities participants have observed from their organization in relation to racial equity in the
workplace include:
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ADVANCING RACIAL EQUITY MUST START 
WITH ACTION & ACKNOWLEDGEMENT
Participants feel the most important step their organization could take to create a more equitable environment for 
BIPOC employees include:
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MONEY & TIME-DELINEATED ACTIONS 
ARE MOST MEANINGFUL

Organizations aren’t advancing racial justice on a mass scale just yet, but some are beginning to shift behaviors
and priorities.

Though participants were most likely to say they hadn’t seen organizations take admirable action 
towards racial justice, others said they admired organizations that have: 
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IT’S TIME TO HIRE & PROMOTE BIPOC EMPLOYEES 
INTO POSITIONS OF POWER

BIPOC employees are hungry for representation at every level and want to see employers promoting from within.

When asked what changes participants would personally like to see their organization pursue in relation to racial equity 
in the workplace, the top two most common responses were:
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While many organizations are beginning to step into anti-racist work, only an elite 
group have a tactical, time-deliniated approach prepared. 
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Participants are more likely to be skeptical than 
confident in their organization’s current abilities

When asked to evaluate the 
following statement:
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EMPLOYEES AREN’T SEEING SUBSTANTIAL & 
CONSISTENT ACTION FROM THE TOP
For many, the lack of confidence can be clearly traced directly to their leadership teams who’ve historically been 
unwilling or unable to create meaningful change. 

Diving in deeper, we see participants feel skeptical about their organization’s ability for 
reasons such as:
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BIPOC EMPLOYEES STRUGGLE TO FEEL 
SEEN & VALIDATED
Creating healthy work environments centers on leaders recognizing their employees’ diverse lived experiences as an 
asset to be taken seriously.

Participants were asked what advice they would give their organization’s leadership about how to 
create a better environment for BIPOC employees. The most popular responses include: 
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Participants would like to see more leaders of color create an “open door policy.” 

AN UNMET DESIRE FOR TWO-WAY TRANSPARENCY
Employees want to be transparent with their leadership teams without fear of retribution and crave transparency 
regarding action plans from their executive teams – including the board of directors.
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EMPLOYEES HAVE A LOT TO SHARE, BUT MAY 
NOT FEEL SAFE ENOUGH TO DO SO
Imagine you are writing a letter to your organization’s leadership about your experiences as a BIPOC team member. 
What might you tell them, and why?
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THOUGH THERE’S MORE WORK TO BE DONE, 
SOME ARE FEELING SEEN, HEARD, & HOPEFUL
Organizations able to instill confidence regarding their ability to create equitable environments for BIPOC employees 
began taking bigger strides more urgently following the uprising in the Twin Cities this past summer. 

Those who are noticing a real-time evolution to more equitable work environments shared 
feedback such as: 
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Few organizations are either wholly exceeding or failing to make their workplace 
more racially equitable
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Respondents are split among ‘B’, ‘C’, and ‘D’ grades, indicating varying 
degrees of organizational action and effort.
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Opinions about Chief Diversity and Inclusion Officer roles vary widely.
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CHIEF EXECUTIVE DEI ROLES ARE A FIRST STEP 
MORE SO THAN A PERFECT SOLUTION
Though important to have, employees fear the tokenization of these roles, and perceive them as a performative 
response to addressing real equity issues.  

When asked for personal insights, the most popular responses include:
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PARTICIPANTS HAVE A PLETHORA OF IDEAS 
ABOUT ADVANCEMENT OPPORTUNITIES FOR 
BIPOC EMPLOYEES 
Employees’ ideas varied greatly and were at times contradictory, illustrating the breadth and depth needed to create 
programs that work for all. 

Participants would like to see their organization provide:
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Advancement opportunities specifically designed for BIPOC employees are still 
relatively uncommon
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Advancement opportunities employers are most likely to provide include: 
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EMPLOYEES WANT MEASURABLE GOALS, 
TRANSPARENT DATA, & CLEAR ACTION PLANS
When asked how organizations can be held accountable to advancing racial equity, top ranked comments include: 
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MEASURABLE GOALS, TRANSPARENT DATA, & 
CLEAR ACTION PLANS (CONTD.)
The single most important next step organizations can take to create a more equitable environment for BIPOC 
employees include: 
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In 2020, a number of organizations have committed large funds to support local 
anti-racism efforts
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The majority of respondents think it’s good, though for others it’s more 
complicated.
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MISDIRECTED, HARD-TO-ACCESS FUNDS MAY 
CAUSE MORE HARM THAN GOOD
A deeper look into how funds committed to anti-racism efforts can be responsibly administered illustrates employees’ 
desire to see direct support and education by BIPOC practitioners for BIPOC audiences.
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In the aftermath of George Floyd’s murder, a number of organizations have severed ties with local police 
departments for contract security work. How do you personally feel about this?
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FEW ARE WHOLLY OPPOSED TO SEVERING TIES, 
THOUGH A ‘PLAN B’ IS NEEDED BEFORE DOING SO

How do you feel about organizations severing ties with local police departments?
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ORGANIZATIONS ARE STEPPING UP TO BECOME 
MORE  INVOLVED IN THEIR COMMUNITY

Respondents have noticed organizations taking part in a number of  community initiatives since 
Summer 2020:

25%

24%

25% 

21%

21% 

21% 
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A majority of participants report seeing some kind of community investment and 
outreach from their organizations, though a large percentage are still waiting for action.
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PARTICIPANTS WANT DATA & TRANSPARENCY 
TO GUIDE ACCOUNTABILITY PRACTICES 

What role, if any, should communities and individuals play in holding organizations accountable to 
their racial equity commitments?
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THE CALL FOR WHITE ALLIES TO GET MORE 
INVOLVED IS LOUD & CLEAR

What role, if any, should communities and individuals play in holding organizations accountable to 
their racial equity commitments?
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Organizations represented in this report are most likely to be in the first two phases
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1

BIPOC employees are skeptical about real change but can be convinced through clear actions 
mapped against timelines that include explicit accountability measures.

Anti-racist efforts are still early in their formation and many organizations have yet to find their 
stride, though they’re beginning to try.

Advancement opportunities specifically designed for BIPOC employees are still relatively 
uncommon but would be welcomed. 

2

3

Funds dedicated to anti-racism efforts can cause more harm than good if misused, misdirected, 
or made difficult to access.

4

BIPOC employees believe data and transparency should guide all anti-racism efforts in the 
workplace. 
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Bethany Iverson 
Co-Founder & Chief Operating Officer

bethany@thecoven.com

Liz Giel
Co-Founder & Chief Growth Officer

liz@thecoven.com
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