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BE MSP conducted a two-part study in partnership with The Coven designed to illuminate the gaps, 
successes, and hopes of local organizations and BIPOC (Black Indigenous People of Color) 
employees regarding equity and inclusion within their workplaces. Each study examined what’s 
being done, what’s working, and what opportunities remain within diversity, equity, inclusion, and 
justice (DEIJ) efforts.  

The objective of this research was to unearth and elevate straightforward ways to build 
accountability into racial equity workplace solutions, and provide insights to assist organizations as 
they evolve towards a more equitable future. As a direct output of that research, BE MSP and The 
Coven have identified Six Actionable Ideas to inspire and guide organizations of all sizes and 
industries. 

In addition to Six Actionable Ideas, the following document contains case studies from four Twin 
Cities organizations, highlighting the ups and downs of their journeys as they work to increase 
diversity, equity, inclusion, and justice within their walls and the community at large. 

Finally, specific research findings from a study of 75+ local BIPOC employees can be found in the 
Community Pulse Research Findings Report. This study engaged participants from organizations 
across the metro, asking them to examine employer actions and share their thoughts about how to 
hold them accountable to real change. 

Findings from both the Community Pulse Research and the Case Studies found here have been 
cross-referenced and compared to inform the Six Actionable ideas within this document.

BE MSP is a collaborative partnership powered by the GREATER MSP Partnership with the goal of 
connecting professionals of color as they grow and thrive in the Minneapolis Saint Paul region.



6 ACTIONABLE IDEAS



1

2

3

Transparency drives progress. Publishing progress reports and acknowledging
where efforts have fallen short is a critical step towards building trust across 
your organization over time.

Diversify staff and leadership at all levels. Commit to building diversity of
perspectives, backgrounds, and skills at all levels of your organization, 
especially in leadership positions.

Examine legacy practices and approaches to find dated norms working 
in opposition to equity.

COMMUNITY PULSE CASE STUDY: 6 ACTIONABLE IDEAS

Goals won’t always be achieved - don’t let that interrupt momentum - but do in-
clude remediation plans to get efforts back on track. Creating clear actions mapped 
against timelines that include explicit accountability measures will help clarify re-
sponsibilities for those working to implement change and communicate the intensity 
of your commitment to employees. The C-suite, or Executive Leadership team, should 
be well represented in this plan, including a system for accountability in the form of 
an executive scorecard for each member of the team.

Alongside commitments to diversify staff, create career development opportunities 
that work to leapfrog the financial and role/title deficits BIPOC employees are
statistically, and unjustly, more likely to face. Focus on career development for BIPOC
employees, and seek out candidates from within the organization for advancement
opportunities as opposed to hiring external talent, when possible. Communicate a 
specific number of dollars towards programming and roles of all levels and tenure 
for BIPOC staff, as well as a timeline defining markers of success and accountability 
measures if goals are not met.

Revisiting your organization’s strategy and goals to include anti-racist objectives
is a necessary part of creating a more equitable workplace that addresses the needs 
of all. Establish a diverse advisory board made up of employees of many different 
lived experiences who are tasked with assisting in recruiting and interviewing, and 
addressing critical issues like fair pay and child care. Ensure the additional work 
these employees take on is fairly compensated either with time, money, or another 
incentive that’s meaningful to them. Finally, re-examine employee goals and embed 
anti-racist training and principles in job descriptions and measures of success for 
everyone within your organization.
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A direct output of the Community Pulse research, BE MSP and The Coven have identified Six 
Actionable Ideas to inspire and guide organizations of all sizes and industries. These ideas are 
meant to be straightforward and scalable, designed equally for those well on their way to creating 
equitable workplaces and those just getting started.
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Invest in building meaningful, symbiotic relationships with the people and
communities you want to collaborate with and serve.

Ensure efforts are sustainable. That means not trying to tackle everything 
at once, and instead focusing energy around both long-term and short-term 
goals.

Invite BIPOC staff into the conversation, but don’t place the burden on them to 
do all the work.

COMMUNITY PULSE CASE STUDY: 6 ACTIONABLE IDEAS

Bring others in to help build new perspectives and networks not found within your 
organization today. Increase diverse community and organizational partnerships to 
engage a wide array of voices; from corporate/company event attendees, to pre-
senters, volunteers, and board members. Additionally, incentivise and/or compensate 
staff to volunteer in the community and with organizations, building relationships, 
networks, and knowledge to help inform and drive equity in new ways. And finally, 
get into a regular cadence of communication with partner organizations to quickly 
co-create strategies, identify successful approaches, and establish ideas for 
accountability.

When organizations feel overwhelmed, especially smaller organizations with limited 
resources, action can often stop in its tracks. Pick one thing your organization can 
credibly own and deliver on - the idea is to choose something intuitive to your 
organization. Doing the doable will result in short-term success to help fuel future 
work, but don’t lose sight of the more difficult-to-achieve goals sitting off in the 
distance. Remember, momentum begets momentum and action, even when it feels 
incremental, is better than inaction.

Host protected, regularly occurring listening sessions for employees of color to freely 
express their views about company practices and culture without fear of retaliation.
Keep in mind DEIJ initiatives are the responsibility of the organization, its leadership, 
DEIJ consultants, and compensated delegated staff and are not the responsibility of 
BIPOC staff acting in a volunteer capacity. Talking about race and racism is 
exhausting for many people of color, making it imperative that empathy is central to 
corporate principles by increasing and destigmatizing mental health and personal 
days to be used whenever necessary. Finally, create space for BIPOC groups to be 
seen, heard, and supported based on the needs they communicate.
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CASE STUDY: 
3M



“The missing catalyst that takes organizations from action to 
accountability is clear plans, timelines, and measurable goals.” 

- Key finding, BE MSP Community Pulse Research

3M is committed to doubling its African American, Black and Hispanic, 
Latino talent at all levels of the company, and it currently has over 

100 PERSONS
on lateral assignment to support and enable their equity ambition; 
“where passion meets purpose,” 

- Garfield Bowen, 
Vice President of Social Justice Strategy and Initiatives

The motto “Science applied to life” has kept 3M’s purpose rooted in humanity for more than 100
years. Their Diversity, Equity, Inclusion, and Justice (DEIJ) efforts are not only focused on creating 
a more just and equitable workplace, but also creating equitable opportunities for the next 
generation of thinkers and innovators.

A global leader in scientific innovation is no stranger to methodology, so it’s little wonder they
would approach the soft-science of driving equity with a similar dialectic. For 3M, it starts with
the diagnosis of a problem: inequity in the workplace, and its foundations: inequity in the
education system. They then establish goals and target actions to address those issues.
Their long and short-term goals include a pledge to diversify 3M’s workforce, a commitment 
to address their internal culture, and a substantial investment in STEM education.

To achieve these goals, 3M has created a philosophical framework grounded in two platforms
for change: Racial justice for the future of work, and Empowering an inclusive culture “to
ensure 3M reflects our consumers and creates a culture of belonging, to focus on creating
pathways for underrepresented communities, and to ensure 3M’s value chain creates access
and opportunity,” says Vice President of Social Justice Strategy & Initiatives, Garfield Bowen.
Their efforts are guided by a commitment from its highest levels of leadership, transparency,
and developing a system for accountability- (3M just published its first global DEI report)

COMMUNITY PULSE CASE STUDY: 3M
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COMMUNITY PULSE CASE STUDY: 3M

3M has pledged pledged $50M of incremental 
investment over five years to close racial 
opportunity gaps in STEM and Skilled Trades, 
and formed the 3M Community Coalition to 
advise on an investment plan. The community 
coalition is an appreciable example of how 
organizations can solicit strategic input from 
the BIPOC community and implement oversight 
and transparency.

$50
MILLION

OF INCREMENTAL 
INVESTMENT

“Transparency drives increased accountability,’’ says Bowen, “and this is why I am proud of the
way 3M has stepped up to articulate new goals around representation and STEM equity, for
example. We publish our progress periodically for all employees while at the same time each
C-suite executive has a scorecard that they are accountable for.” And as the Community Pulse
survey illuminated, people want organizations to “share data status updates on where they are
based on goals set. If they are behind on reaching a goal then share a plan on how they expect
to meet it/ask for ideas on how to meet it.”

3M has targeted ambitions, established timelines, and a system for accountability to ensure its
following through on its commitments. It’s a long road, reminds Bowen, “this is a marathon and
not a sprint, at the same time we must balance keeping focused on our long term objectives to
drive equity while showing progress to maintain the momentum.”

Actionable Ideas at Work:

Drive progress through transparency. Publishing progress reports and acknowledging 
where efforts have fallen short is a critical step towards building trust across your 
organization over time.

Diversify staff and leadership at all levels. Commit to building diversity of perspectives, 
backgrounds, and skills at all levels of your organization, especially in leadership positions

Ensure efforts are sustainable. That means not trying to tackle everything at once, 
and instead focusing energy around both long-term and short-term goals.
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CASE STUDY: 
CHILDREN’S MINNESOTA



“I know that statements of intent are not enough. Actions must follow 
statements and lead to measurable results. We measure our success by 
outcomes and not intentions,” 

- James C. Burroughs II, 
Children’s Minnesota Vice President and Chief Equity & Inclusion Officer

Children’s Minnesota is one of the largest free-standing pediatric health systems in the US and 
provides health care for the most amazing kids on earth.

The Equity and Inclusion Office at Children’s Minnesota focuses on eliminating systemic racism and
reducing health disparities for patients; while at the same time creating a welcoming and
inclusive environment for employees, patients and families, vendors and community
partners. A year shaped by COVID-19 and civil unrest following the murder of George Floyd
further illuminated the racial divide in this country. The unique array of challenges facing
Children’s Minnesota strengthened their resolve and commitment to address historical inequities
in healthcare, a need more urgent than ever. Children’s Minnesota is leading with action by
“strategic implementation of internal changes to address and eventually eliminate health
disparities,” Burroughs says.

To impact the community at large, Children’s Minnesota prioritized addressing issues within their
own practices, environment, and internal culture. “Our CEO, Dr. Marc Gorelick has continually
made equity and inclusion a priority for the organization and focuses on embedding it in all we
do,” says Burroughs. That priority has led to impactful changes in policy and practice “to
address systemic racism and bias in our culture and change our behaviors so that we become
more inclusive and welcoming.”

COMMUNITY PULSE CASE STUDY: CHILDREN’S MINNESOTA
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Commitment from the highest levels of leadership is a major issue respondents reported in the
Community Pulse study. Children’s Minnesota initiatives focus on increasing racial diversity on
their board of directors and C-suite reporting-relationships to their CEO; equity coaching and
planning for leaders; and an increased review of policies and procedures “with an equity lens in
order to promote a more equitable patient care and employee inclusive environment,” says
Burroughs. “We are increasing our partnerships with diverse community partners in order to better 
serve the rich diversity of our patients and families.”



Historical inequities and systemic racism in healthcare have created wariness in some
communities, an issue Children’s Minnesota is devoted to improving. They’ve seen marked
success in COVID-19 testing and vaccination efforts in communities of color, and an increase in
external community partnerships and relationships that Burroughs hopes will build community
trust. As the Community Pulse study points out, trust originates from transparency and
accountability. While increasing the racial diversity of their employees through recruiting and
retention strategies, Burroughs admits to encountering some struggles. “We have not reduced
the attrition rate for employees of color. In fact, employees of color left the organization at a
higher rate than white employees and that disparity increased from last year to this year. We are
in search of the root causes of the attrition and we must do better in the future to increase
retention with employees of color, development and promotion.” The career-development and
promotion of BIPOC staff was a key issue uncovered in the Community Pulse study, one
Burroughs is candid in acknowledging. “We also need to increase the training and awareness
for employee leaders in how to create and maintain more inclusive work environments. More
outputs reflected in increased education and training opportunities is needed.”

Children’s Minnesota is changing their internal culture, relationship to vendors and to the
community, diversifying their staff and executives, and trying to keep an honest scorecard in that
process. For Burroughs, “we have continually acknowledged our challenges and missteps
committed to getting better.” And for Children’s Minnesota, getting better seems like a fitting
mission.

COMMUNITY PULSE CASE STUDY: CHILDREN’S MINNESOTA
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Actionable Ideas at work:

Examine legacy practices and approaches to find dated norms working in
opposition to equity.

Invest in building meaningful, symbiotic relationships with the people and
communities you want to collaborate with and serve.

Invite BIPOC staff into the conversation, but don’t place the burden on them
to do all the work.



CASE STUDY: 
MINNESTAR



“We believe that without strong introspection and internal work, external 
efforts will fall flat. There is always room to improve, and we constantly 
seek those efforts.” 

- Maria Ploessl, 
Executive Director, Minnestar

Minnestar is a non-profit 501(c)3 organization that exists to build, nurture and engage those inter-
ested in technology through meaningful connection.

For Minnestar, a tech community founded in 2006, an algorithm of intentional internal and
external inputs is essential on the journey to be truly diverse, equitable and inclusive.
They’ve taken the lessons learned as a 16-year-old organization and worked to pivot them
into positive changes their community needs. Over the past year, the COVID-19 pandemic
has deepened Minnestar’s understanding that accessibility in tech must work in tandem
with efforts to be inclusive.

Using a dedicated DEI subcommittee, Minnestar first turned inward to ensure their policies and 
practices were coded to be inclusive and anti-racist. They’ve seen internal success through 
increased representation on their board of directors, where the makeup has shifted from 53% 
women identified and 18% BIPOC in 2019 to 67% and 40%, respectively, heading into 2022. It’s 
introspection that has resulted in the first external call for board applicants, a process that was 
previously kept internal via recommendations from the organization’s current key players and led 
to what Ploessl describes as “60 fantastic candidates beyond solely [Minnestar’s] own social and 
professional circles”.

COMMUNITY PULSE CASE STUDY: MINNESTAR

53%
WOMEN

IDENTIFIED

67%
WOMEN

IDENTIFIED

18%
BIPOC
IDENTIFIED

40%
WOMEN

IDENTIFIED

IN 2019 IN 2022
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Minnedemo board of directors:



Bringing bias out front in order to eradicate it has resulted in shifting the look and feel of 
presenters and attendees of Minnestar events: 43% of Minnedemo presenters in 2020 identified 
as women and/or non-binary, and 43% identified as BIPOC, an increase from 24% women & 28% 
BIPOC over three years. Toward maintaining positive gains and deepening reach, Minnestar 
launched a three part series centering accessibility in tech with Accessible360. Their partnership 
worked to better serve those from a variety of lived experiences and needs: closed captioning for 
event videos, in-person events built to support modification needs, providing pronoun stickers for 
attendees to self-identify, and ensuring venues have safe public transportation arrival options, 
gender inclusive restrooms, nursing rooms, and prayer rooms.

COMMUNITY PULSE CASE STUDY: MINNESTAR
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Minnedemo presenters:

Minnestar hopes their DEI efforts, and the resources available to set them in stone, continue 
evolving to “go beyond inclusive event planning, and into inclusive community building.” As an 
organization that is first and foremost centered on community, Ploessl explains that Minnestar 
recognizes success “whenever we see that community - from attendees, to partner organizations, 
to presenters, to volunteers, to board members - is expanding and meeting peoples’ needs via a 
welcoming and inclusive space for them to plug into the tech ecosystem.”
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COMMUNITY PULSE CASE STUDY: MINNESTAR

Actionable Ideas at work:

Examine legacy practices and approaches to find dated norms working in opposition to 
equity. Revisiting your organization’s strategy and goals to include anti-racist objectives is 
a necessary part of creating a more equitable workplace.

Invest in building meaningful, symbiotic relationships with the people and communities 
you want to collaborate with and serve.

Transparency drives progress. Publishing progress reports and acknowledging where 
efforts have fallen short is a critical step towards building trust across your organization 
over time.
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CASE STUDY: 
HANDSON TWIN CITIES



For the last twelve months, the Twin Cities Community Rebuilding 
Coalition’s (TCCRC) primary focus has been on “building better than 
before, in a way that recognizes Minnesota’s long history of racial 
injustice in property ownership, lending, and individual opportunity,” 

- Tracy Nielsen, 
Executive Director, HandsOn Twin Cities

HandsOn Twin Cities, a founding partner of TCCRC, has engaged with more than 200 small
businesses and nonprofits, leveraging relationships with corporate partners like Target, General
Mills, Thrivent, Xcel, Andersen, and others to provide support to BIPOC-led organizations. 
Additionally, HandsOn Twin Cities works closely with The Woke Coach (Seena Hodges) to do 
intensive work with their full staff, tapping their expertise to support external work as well.

TCCRC’s reach continues to expand to community, economic, nonprofit, association, and city
organizations. Their efforts have included the management of a warehouse by Heart of America
set up to donate building supplies and other items such as tables, chairs, paint, and more for
small businesses impacted by the unrest following George Floyd’s murder at the hands of police
last year. TCCRC has also provided pro bono business services offered by AIA for architecture
and design, Fredrikson & Byron for legal support, and HandsOn Twin Cities for an array of
business services..

TCCRC creates impact and finds success by establishing standing communication across
partners to quickly devise strategies in response to community unrest. As partners, they worked
together to support the community following the killing of Daunte Wright, and throughout the
Chauvin trial. Specifically, HandsOn Twin Cities recognizes a need to continue building
resources for people to contextualize themselves within the community. They’re striving to
enhance training efforts for individual volunteers, partnering with REM5 for Good to offer a VR
exhibit called 1 City, 2 Realities, and recently launched a podcast called Redefining
Volunteerism to increase awareness of systemic inequities and historic events that play an
important role in working to break down barriers. 

COMMUNITY PULSE CASE STUDY: HANDSON TWIN CITIES
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TCCRC’s approach of rolling up their sleeves and getting to work has led to substantial impact
as well as hard lessons learned. Their warehouse operation designed to support small
businesses ultimately saw less traction than expected, due in large part to a lack of awareness
from the entrepreneurs they hoped to serve. TCCRC speculates the lack of traction could’ve
been a result of missing trust, along with the possibility that they weren’t on target regarding
what businesses would need.

Nielsen expected this work to be difficult, and it is. Navigating the politics and differing opinions
of a coalition dedicated to community impact requires egos to be put aside in service of an
openness to new ways of doing things.

TCCRC’s efforts have taught them that the community wants to be engaged and make a
difference in the lives of those around them. Pointing people in the right direction amidst chaos
is admittedly challenging, but collaboration and listening to those who are deeply ingrained in
community helps illuminate action items. As Nielson reflects on the work of TCCRC this past
year, she shares this wisdom, “we learned that when times get tough, you’ve got to show up -
even if you’re [asking] people to be patient.”

COMMUNITY PULSE CASE STUDY: HANDSON TWIN CITIES

“I’m surprised every day about how deep and ingrained white 
supremacy culture is in our systems and unwinding that takes a 
commitment every single day. It’s not always popular, it’s not always 
pretty, it requires listening in a new way, but there has never been 
anything more important.” 

- Tracy Nielsen, 
Executive Director, HandsOn Twin Cities
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COMMUNITY PULSE CASE STUDY: HANDSON TWIN CITIES
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Actionable Ideas at work:

Invest in building meaningful, symbiotic relationships with the people and
communities you want to collaborate with and serve.

Transparency drives progress. Publishing progress reports and acknowledging where 
efforts have fallen short is a critical step towards building trust across your organization 
over time.

Ensure efforts are sustainable. That means not trying to tackle everything at once, and 
instead focusing energy around both long-term and short-term goals.


