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This is a screen shot of your Results home page.  
Notice 2 tabs – (1) Your Index results at the subdomain-level and (2) Resource Lists and 
non-custom PwPt slide deck of your results at the domain level.

This special slide deck shows you your results at both the subdomain and domain levels.
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As brief background, Domains A – E contain about 80 total multiple choice questions. Each 
question is based on a D+I benchmark expectation statement about diversity and inclusion 
policies, principles, and practices.  Each answer choice falls into one of 6 levels of inclusive 
practice.  

This slide shows your overall results in Domain A.  It is meant to be a dashboard indication 
of how your responses fall into each of the 6 expectation levels.  

Overall, your answer choices indicate a more dominant Level 1 lens – Conceptual Stage -
across 6 expectation levels in diversity and inclusion.  Specifically, your answer choices 
reveal that MSAE is in the process of framing policies, practices, and procedures within the 
association.  

Let’s take a closer look at your results... 
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Your answer choices reveal a view of diversity and inclusion (D&I) as “the right thing to do,” 
which is benchmark Level 1: Conceptual Stage of the Inclusion Index.   

To shift from Meets to Exceeds Expectations in this subdomain, we recommend:

1. Articulate the link between your bylaws and D&I.  Contact ASAE for models and 
samples.

2. Frame multi-year D&I goals and objectives.  

Complete these 2 steps and your results in this subdomain will shift from Meets 
Expectations to Exceeds Expectations.   

More importantly, MSAE members will see the evolution of your D&I commitment from an 
important concept to a concrete plan.

6



Your answer choices indicate this domain is not relevant to your organization.
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In this domain, most of your answer choices indicate evidence of Levels 3 and 4 – Diversity 
Dialogues and Strategy Alignment. You indicated that all of the questions apply to your 
organization, so Red Flags may indicate a few unrealized opportunities or areas in need of 
improvement.  

Let’s drill deeper…

9



10



To move beyond Needs Improvement in this sub-domain, we recommend:

1. Articulate governance-level  opportunities in D+I that  support the organization’s vision 
and mission.  

2. Articulate the proactive role the Board could play in supporting Senior Administration in 
achieving D+I progress.

3. What is the Board’s role in promoting D+I among volunteer groups and the general 
membership?  Define visible opportunities for Board leadership (e.g.  Annual meeting, 
Volunteer Orientation, Board application, etc)

11



Similar to many Inclusion Index users, your results indicate a need to frame the role of non-
volunteer leaders in supporting your D&I commitment.  

This may seem like a daunting challenge given the diversity of roles and interests of your 
membership.  So, here is 1 action that can help turn the tide:

1. Identify 2 opportunities per year for the CEO and Board Chair to communicate D&I-
related plans or practices to the general membership.  Include a call to action in each 
communication.  What simple things can members do to be helpful (e.g. attend 
conference sessions on D&I, spread the word about ______, etc.?  Give them a role in 
your success and they’ll start to see the connections between D&I and organizational 
action.  

Completing this action will support the shift your Inclusion Index subdomain results from 
Needs Improvement to Meets Expectations.
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Similar to many Inclusion Index users, your results indicate a need to frame the role of 
volunteer groups in supporting MSAE’s D&I commitment.  

This may seem like a daunting challenge given the diversity of roles and interests of your 
volunteer groups.  So, here are 3 actions that can help:

1. Mention D&I goals, plans, and/or principles in your Call for Volunteers.  Avoid placing 
that mention at the bottom of the page, if possible.  Contact ASAE for models and 
samples.

2. Communicate the connection between Volunteer Committee/Council position 
descriptions and D&I goals, plans, and/or principles. Avoid placing that mention at the 
bottom of the page, if possible.  Contact ASAE for models and samples.

3. Identify 2 opportunities per year for the CEO and Board Chair to communicate D&I-
related plans or practices to volunteer leaders.  Include a call to action in each 
communication.  What simple things can volunteer chairs and vice chairs do to be 
helpful (e.g. attend conference sessions on D&I, spread the word about ______, etc.?  
Give them a role in your success and they’ll start to see the connections between D&I 
and organizational action.  

Completing this action will shift your Inclusion Index subdomain results from Meets 
Expectations to Exceeds Expectations.
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Similar to many Inclusion Index users, your results indicate evidence of Senior 
Administration supporting MSAE’s D&I commitment.  Congrats!

The role seems to center on individual behavior more than facilitating collective 
organizational action, hence the Meets Expectations result.

Here are 2 recommended actions:
1. Engage a group of senior-level leaders in framing D&I strategic goals and short-term 

plans.  Recall this gap in the Mission and Focus subdomain.  

2. Identify 2 times per year for the CEO to check in with senior staff on any D&I needs 
and/or opportunities they see at this time.   That way, CEO shows an interest in senior 
staff scouting for D&I opportunities and also shows support for them collectively 
playing a role in framing D&I objectives.

Completing both actions will shift your Inclusion Index subdomain results from Meets 
Expectations to Exceeds Expectations.
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Your results in this subdomain reflect your greatest opportunity to advance D&I.

Here are 3 recommended actions:

1. Articulate your multi-year D+I goals.  Recall this gap in the Mission and Focus 
subdomain. 

2. Identify 2 times per year for the CEO to check in with senior staff on any D+I needs 
and/or opportunities they see at this time.   That way, CEO shows an interest in senior staff 
scouting for D&I opportunities and also shows support for them collectively playing a role 
in framing D&I objectives.

3. Communicate your D+I statement, strategy to your members and acknowledge the 
individuals who’ve helped shape and shepherd this part of your journey thus far.

Completing these actions will shift your Inclusion Index subdomain results from Meets 
Expectations to Exceeds Expectations.
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In this Domain, your answer choices indicate a Culture of Inclusion and some Red Flags, 
which indicate unrealized opportunities or areas in need of improvement. 

Let’s take a closer look at each subdomain…
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Your results in this subdomain reflect your 2nd greatest opportunity for advancing D&I.  

Here are 2 recommended actions:
1. Frame the case for support based on MSAE’s strategic plan and your D&I goals

2. Identify D&I champion organizations to add to your prospect list -- Check out Diversity 
Inc, D5 Philanthropy, and Diversity Journal for a list of corporations and foundations that 
support D&I capacity building and programs.  Then use LinkedIn to connect one-on-one 
with their D&I program officer or leaders.

Completing both actions with staff support will shift your opportunities to connect with 
new orgs that support D&I without tapping member resources.
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We recommend focusing your time and resources in other domains instead of here. 
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In this Domain, your answer choices indicate a mix of evidence of a Conceptual Stage and 
Strategy Alignment.  You told us that all of the questions apply to your organization, so Red 
Flags may indicate unrealized opportunities or areas in need of improvement. 
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Your results in this sub domain reflect a number of opportunities to incorporate more than 
EEO requirements into your hiring processes and documents.

Here are 3 recommended actions:

1. Reference D+I commitment in job position announcements and description
2. Incorporate D+I messages into hiring pools (i.e. job boards that reach a more diverse 
pool of applicants), policies, and procedures
3. Put D+I commitment into the offer letter as a reminder of the welcoming environment 
that person is joining. Remind folks - It’s safe to be you here.

These 3 actions will boost your results from Needs Improvement to Meets Expectations.
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The recommended action on the slide will shift your subdomain results from Needs 
Improvement to Exceeds Expectations.  
You do not need to have a diverse staff to prepare MSAE to be an effective D&I operating 

environment and training ground.

Please also see Identity Safety subdomain results (PwPt slide #34) for any relevant 
connections.
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Similar to most Inclusion Index users, supplier diversity is an area worth exploring.   

Given your results in other domains, this subdomain is NOT one that I recommend focusing 
over the next 18-24 months.  
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As D+I goals are framed, and the role of the Board is clearly defined, revisit resource needs 
and capacity considerations so that there is shared ownership for connecting D+I agenda to 
overall org outcomes.  Prevent D+I fatigue with distributed leadership.
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In this Domain, your answer choices indicate more inclusive practices than diversity 
practices. You told us that all of the questions apply to your organization, so Red Flags may 
indicate unrealized opportunities or areas in need of improvement. 
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As D+I goals are framed, and shared ownership for connecting D+I agenda to overall org 
outcomes takes shape, offer opportunities for professional development in cultural 
competency skills.  

Many organizations can point to the benefits of leadership skills in emotional intelligence 
and financial intelligence, but what about cultural intelligence?   What might MSAE staff, 
members, and volunteers gain from ongiong opportunities to improve individual and 
collective cultural intelligence?
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See score boost opportunity in slide
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Your results in this subdomain reflect your 3rd greatest opportunity for advancing D+I.  

To refresh memories, the other two opportunities were (1) Strategy & Accountability 
subdomain and (2) Mission and Focus domain.

As for Marketing/Communications, recall that the need to communicate your D&I journey 
appeared in Mission and Focus subdomain and throughout 

Domain C – Resources.  

What’s your communications plan about D&I for the next 12-18 months?  Which staff and 
volunteer leaders can help you frame your case and messages?
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Your results in this subdomain are higher than most users of the Inclusion Index.  Congrats! 
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Overall results indicate a solid foundation for D&I, plus some immediate next steps:

1. Frame multi-year D&I goals and their link to MSAE’s overall strategic framework
2. Articulate D&I link to bylaws and identify Board-level opportunities for promoting D&I
3. Define your marketing and communications strategy to reach and engage a more 

diverse pool of job applicants (as appropriate), members, and volunteer leaders
4. Frame the role of volunteer leaders and members in supporting your D&I goals.  What 

are key messages and impact areas that should be on their radar screens?
5. Articulate your learning strategy and approach to offering opportunities to increase 

cultural intelligence of your staff, board, volunteer leaders, and members.  You don’t 
have to have perfect diversity composition to have conversations about diversity and 
shaping an inclusive environment.

Celebrate your success and return to the Index in 12-18 months to measure and improve 
over time.

Congrats again on your results!  
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