
American workers are increasingly 
placing an emphasis on evaluating 
a company’s values when deciding 
whether to accept or remain in a job.

In recent years, there has been an increase in 
employees across the U.S. seeking employers 
that value workplace diversity, equity and 
inclusion (DE&I). This shift in attitudes 

and the response on behalf of employers 
can have a significant impact on company 
growth, culture, innovation and ultimately 
shareholder outcomes. The findings of Segall 
Bryant & Hamill’s (SBH) 2022 Workplace 
Equality survey suggest that companies’ 
efforts at creating a climate of workplace 
diversity, equity and inclusion may not be fully 
aligned with the experience of employees 
and therefore more progress is needed. 

Perceptions of how employees and their colleagues 
are treated play a significant role in overall employee 
engagement, workplace satisfaction, and employee 
retention. The impact of this dynamic is being 
magnified in our current era of rising awareness 
of social inequities and bias in the workplace. 

These trends are leading employers to accelerate their 
implementation of policies and programs that are 
intended to promote diversity, reduce bias, ensure fair 
treatment of employees, and improve organizational 
culture for historically underrepresented groups. Today, 
93% of S&P 500 Index companies have workforce DE&I1 
policies and dedicated C-Suite roles. However, the 
outcomes of such policies often don’t match employees’ 

experience, especially when improperly applied, 
enforced and/or communicated. Thus, a simple analysis 
of benefits, policies, and raw demographic figures is 
no longer sufficient to understand workplace equality; 
employee voice and experience are critical indicators.     

Assessing the State of Workplace Equality 
The Segall Bryant & Hamill Workplace Equality (WPE) 
survey was born out of a desire to understand the current 
state of workplace equality in corporate America. As 
an investment manager whose process is grounded in 
rigorous company-by-company fundamental research, 
we understand that each company’s workplace 
climate and practices are critical to its competitive 
success and sustained profitability. This aspect of our 
research is a key focus for our Workplace Equality 
strategy, which is designed for investors seeking 
to invest in companies that embody their values of 
equality and equity without compromising returns. The 
strategy invests in U.S. companies with progressive 
workplace policies that treat all employees equally. 
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SBH Workplace Equality Survey

State of Workplace Equality 
in Corporate America

https://www.sbhic.com/strategies/workplace-equality-1/


We expanded the scope of our survey in 2022 to include 
employee perceptions to gauge equity in practice—in 
short, including how people experience the organization. 
We designed the survey2, which focused on publicly 
traded companies, to capture the voice of employees 
across all sectors, roles, ages, gender identity or 
expression, races, and sexual orientation. Through our 
data collection process, we made a concerted outreach 
to capture responses from two groups that are often 
underrepresented and marginalized in organizations—
those identifying as LGBTQIA+ (Lesbian, Gay, Bisexual, 
Transgender, Queer, Intersex, Asexual/Aromantic) and 
Black, Indigenous, and People of Color (BIPOC). 

Focusing on workplace climate, the survey looked at three 
broad categories of employee voice and sentiments that 

have historically been strong indicators that equitable 
policies, practices, and behaviors are occurring inside an 
organization: (1) career mobility and growth, (2) formal 
policies and practices, and (3) organizational support 
for equity and inclusion. It also looked at three outcome 
areas that are critical to business success and overall 
company profitability: (1) turnover or intent to stay, (2) 
organizational net promoter score, and (3) commitment 
to the organization. 

In the pages that follow, we share several notable 
observations from the survey including our assessment 
of the current state of workplace equality and equity in 
corporate America and where we believe progress still 
needs to be made. 
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Gender equity and the experiences of gender 
nonconforming and LGBTQIA+ individuals were 
some of the most divergent issues, suggesting 
that companies need to target policies and 
practices to support LGBTQIA+ employees. 

Senior leaders are communicating that they 
prioritize diversity, but employee perceptions 
suggest that fewer are showing this in  
their actions.

Pay equity and pay transparency issues 
remain contentious, with workers demanding 
more transparency and companies continuing 
to shy away from revealing pay data. 

Generation Z (Gen Z) workers have a less 
favorable experience at most companies surveyed 
compared to mid and later career employees. 

Fairness across the organization was 
another divergent topic. Women and gender 
nonconforming individuals responded with more 
negative views of fairness at their companies.

Harassment persists in the workplace, with 
Black or African American respondents reporting 
the highest level of less favorable treatment.

Key Findings
Overall, the findings from the Workplace Equality survey suggest that companies’ efforts at creating a climate 
of workplace equality and equity may not be fully aligned with the experience of employees. While the survey 
data provided insights on a broad range of topics, the findings on a few key topics were noteworthy.

The survey results that follow fall within three broad categories:

1. CAREER MOBILITY & GROWTH        2. FORMAL POLICIES & PRACTICES        3. ORGANIZATIONAL SUPPORT



1.  Career Mobility & Growth 
Access to opportunities that support career growth is important to workers. In equitable organizations, 
opportunities are made transparent and there is clarity on what it takes to achieve upward mobility. Through the 
WPE survey, we looked at two organizational practices and attitudes that align with common predictors of career 
growth—manager support and pay. 

Manager Support
Direct managers play a key role in nearly every aspect 
of the organization’s climate for DE&I. Managers are 
the first point of contact for employees and serve as 
a benchmark for an employee’s experience within the 
organization. According to the Boston Consulting Group, 
frontline leaders have a “disproportionate influence on 
the daily experience of line employees, and no change 
effort will succeed without their buy-in.” 3 It’s typically 
the case that if a company does not incorporate direct 
managers in its workplace equity efforts, it won’t make 
meaningful progress towards a welcoming workplace. 
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% of Total Distinct Count of Respondents

Direct Manager Support

My immediate supervisor creates a welcoming 
environment for people regardless of title, culture, 
or background

86%
Agree & Strongly Agree

My immediate manager/supervisor does a good 
job of managing people with diverse backgrounds 
(age, sex, race, religion, or culture)

83%
Agree & Strongly Agree

I’ve felt ignored or that my opinions are not 
taken seriously

67%
Disagree & Strongly Disagree

29%
Agree & Strongly Agree

13%

11%

Agree & Strongly Agree Neutral Disagree & Strongly Disagree

1. CAREER MOBILITY & GROWTH        2. FORMAL POLICIES & PRACTICES        3. ORGANIZATIONAL SUPPORT

Observation: Direct manager support proved to be one of the more favorable factors evaluated, 
with employees across ages, gender, sexual orientation, and race generally consistent in their 
positive view relative to other workplace variables.

Approximately 85% of survey 
respondents felt that their direct 
supervisor created a welcoming 
environment for workers regardless of 
their title, culture, or background, and 
did a good job managing people with 
diverse backgrounds.



Agree & Strongly Agree Neutral Disagree & Strongly Disagree
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Pay Equity & Transparency 
The decisions that decide pay signal to workers that the organization  
values openness and fairness, contributing to their feelings of  
organizational fairness. The WPE survey looked at two aspects of pay—
equity and transparency. Any improvements in these two areas are likely 
to increase scores in other areas in an organization’s climate for DE&I. 

Pay Equity
Compensating employees across demographic categories such as 
race and gender equally for “substantially similar” work rather than for 
“equal” work is not only good for business but is a legal requirement. 

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Equitable Pay

I am paid fairly for my contributions 
to the organization

I am paid fairly for my contributions 
to the organization

I am paid fairly for my contributions 
to the organization

With my current pay, I struggle to 
provide for myself and/or my family

57%
Agree & Strongly Agree

53%
Agree & Strongly Agree

61%
Agree & Strongly Agree

21%

56%
Agree & Strongly Agree

64%
Agree & Strongly Agree

59%
Agree & Strongly Agree

48%
Agree & Strongly Agree

56%
Disagree & Strongly Disagree

37%
Disagree & Strongly Disagree

42%
Disagree & Strongly Disagree

28%
Disagree & Strongly Disagree

74%
Disagree & Strongly Disagree

34%
Disagree & Strongly Disagree

31%
Disagree & Strongly Disagree

37%
Disagree & Strongly Disagree

45%
Disagree & Strongly Disagree

40%
Agree & Strongly Agree

Gender

Race

Gender Pay

Pay by Race

Female

Asian

Gender  
Nonconforming

Black or  
African American

Male

Caucasian

Hispanic or Latinx

1. CAREER MOBILITY & GROWTH        2. FORMAL POLICIES & PRACTICES        3. ORGANIZATIONAL SUPPORT

Observation: As opposed to manager support, pay is one of the more contentious subjects for 
employees, with workers experiencing a wide array of views, especially in terms of gender and 
race. For example, females and Hispanic/Latinx workers feel undervalued on this factor, with 45% 
of survey respondents feeling they are not paid fairly for their contributions to the organization. 
Of note was the high degree of workers who struggle with their cost of living on their current pay. 
This dissatisfaction is quite relevant in today’s higher inflation environment.

Pay is one of the more 
contentious subjects  
for employees.



52%
Agree & Strongly Agree

40%
Disagree & Strongly Disagree

57%
Agree & Strongly Agree
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Pay Transparency 
According to the New York Times, workers “are more motivated when salaries are transparent. They work harder, 
they’re more productive, and they’re better at collaborating with colleagues.” 4 Several states and cities across 
the U.S. are passing laws to make pay transparent through requiring a salary range on all job descriptions. 

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Pay Transparency 

I have had an open discussion about my pay 
with my immediate supervisor/manager in the 
last 12 months

My company discourages employees from 
sharing their pay with others in the organization

I have had an open discussion about 
my pay with my immediate supervisor/
manager in the last 12 months

53%
Agree & Strongly Agree

39%
Disagree & Strongly Disagree

45%
Disagree & Strongly Disagree

50%
Agree & Strongly Agree

49%
Disagree & Strongly Disagree

45%
Agree & Strongly Agree

55%
Disagree & Strongly Disagree

GenderAccess to Opportunity Details 

Female

Gender  
Nonconforming

Male

1. CAREER MOBILITY & GROWTH        2. FORMAL POLICIES & PRACTICES        3. ORGANIZATIONAL SUPPORT

Observation: Pay transparency is quite low across organizations. Dialogue with managers 
and across peers is muted, with more than 50% of survey respondents reporting that 
their company discourages them from sharing their pay with others in the organization. 
Survey data also shows that males are more likely than females to have a discussion 
on compensation. We believe the opacity of compensation may make it challenging for 
employees to feel empowered to address possible wage gaps and this may slow companies’ 
progress on narrowing wage gaps between groups.

Agree & Strongly Agree Neutral Disagree & Strongly Disagree



63%
Disagree & Strongly Disagree

73%
Disagree & Strongly Disagree

2. Formal Policies & Practices 
Human Resource manuals and guidelines are an ever-present part 
of the employee experience. Formal policies and practices are the 
organizational guidelines connecting an organization’s commitment 
to the workplace and its day-to-day operations (e.g., recruitment, 
developmental programs, evaluation, visibility of equal opportunity 
(EO) policy, promotion, etc.). When organizations adopt formal 
policies and practices that actively target diversity of management, 
recruitment, and promotion of diverse employees, organizations 
show that they genuinely value DE&I beyond the creation of 
diversity statements. 

The WPE survey looked at four key areas that play an outsized role in an employee’s sense of equity. 

Performance Evaluation & Promotion
There are many points of view on reducing bias from the performance evaluation process and providing greater 
clarity about career advancement and promotions. However, the extent to which performance reviews are fair plays a 
significant role in retention and an organization’s ability to hire qualified and diverse talent.
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% of Total Distinct Count of Respondents

Evaluation & Promotion

My performance is rated on objective feedback 
(e.g. my work products, deliverables) and not 
subjective feedback (e.g. my tone, attitude)

67%
Agree & Strongly Agree

I don’t understand what it takes to get promoted 
at my company

32%
Agree & Strongly Agree

26%
Disagree &  

Strongly Disagree

I don’t understand how my performance is rated 24%
Agree & Strongly Agree

Observation: Upward mobility can be challenging without a firm understanding of how one 
gets promoted. While 73% of workers surveyed are aware of the metrics by which they are 
evaluated, there are still opportunities for corporations to improve their human resources 
processes in this area—in particular, providing clarity on what it takes to get promoted and 
ensuring a worker’s performance is rated on objective measures. 

Upward mobility can be 
challenging if the individual 
doesn’t understand how to 
get promoted.

Agree & Strongly Agree Neutral Disagree & Strongly Disagree
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Employee Benefits 
Employee benefits have taken center stage since the COVID-19 pandemic—better access to paid family and 
medical leave, medical benefits for LGBTQIA+ employees, mental health resources, and health coverage 
generally. Importantly, formal employee benefits are a signal of a company’s values. Research has shown that if 
organizations hope to create a positive and effective climate to foster diversity and to benefit from the positive 
outcomes it brings, employers should implement policies and practices consistently for all employees.5 

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Benefits

It’s easy to find information about paid leave, 
sick leave, and paid family and medical leave

Policies in my employee handbook are unclear 
and hard to understand

My company offers the same benefits to all 
employees

My company offers the same benefits 
to all employees

81%
Agree & Strongly Agree

70%
Agree & Strongly Agree

77%
Disagree & Strongly Disagree

17%
Disagree &  

Strongly Disagree

27%
Disagree &  

Strongly Disagree

19%
Agree &  

Strongly Agree

72%
Agree & Strongly Agree

25%
Disagree &  

Strongly Disagree

61%
Agree & Strongly Agree

32%
Disagree & Strongly Disagree

LGBTQIA+Equal Benefits 

Non-LGBTQIA+

LGBTQIA+

Observation: Based on survey results, organizations should become more unambiguous 
in their communication and delivery of benefits. Within the LGBTQIA+ community in the 
surveyed population, nearly one-third of workers signaled that their employer does not offer 
the same benefits to all employees. 

Agree & Strongly Agree Neutral Disagree & Strongly Disagree
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Hiring & Recruiting Practices 
Employees across industries and at all levels of an organization value recruitment practices that actively reduce 
bias and lead to the hiring of a more diverse workforce. In particular, Gen Z and Millennial employees, women, 
and people from historically underrepresented groups are more likely to work for and stay with organizations 
that proactively reduce bias from all steps of the hiring process.6

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Recruiting

My company hires people based 
on employee referrals

New hires are usually the friends of people who 
already work at my company

My company tries to remove bias from the hiring 
process (e.g. every candidate is asked the same 
interview questions, resumes are reviewed with 
names removed, etc.)

I would recommend my company to my 
LGBTQIA+ friends as a place to work

22%
Agree & Strongly Agree

75%
Agree & Strongly Agree

69%
Disagree & Strongly Disagree

69%
Disagree & Strongly Disagree

17%
Disagree &  

Strongly Disagree

25%
Agree & Strongly Agree

81%
Agree & Strongly Agree

14%
Disagree 

& Strongly 
Disagree

73%
Agree & Strongly Agree

21%
Disagree &  

Strongly Disagree

LGBTQIA+Recommend Company

Observation: Most respondents (75%) felt that their company tries to remove bias from the 
hiring process. The survey results also suggest that corporations source talent from a variety 
of channels, predominately outside of employee referrals. LGBTQIA+ individuals appear to 
be less inclined to recommend their company to friends as a place to work; there was not a 
significant degree of variance when analyzing employer endorsements by race.

Agree & Strongly Agree Neutral Disagree & Strongly Disagree

Non-LGBTQIA+

LGBTQIA+



73%
Disagree & Strongly Disagree

69%
Disagree & Strongly Disagree
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Work/Life Management 
The WPE survey looked at work/life management—defined by the ability of an employee to access flexibility 
without negative consequences. In general, workers who have good work/life management are more 
dependable, loyal, and productive. Organizational support in this area is particularly important for retaining 
and promoting women, people of color and other historically underrepresented groups that may often share 
an outsized burden of caregiving and familial responsibilities.

% of Total Distinct Count of Respondents

Work Life

I am satisfied with the flexibility I have to do my job 
while managing my personal responsibilities

My commitment to the organization would be 
questioned if I used our flexible work policies

My religious practices and cultural holidays 
are accommodated

My commitment to the organization would be 
questioned if I took time off for family matters

I am satisfied with the flexibility I 
have to do my job while managing 
my personal responsibilities

76%
Agree & Strongly Agree

20%
Disagree &  

Strongly Disagree

23%
Agree &  

Strongly Agree

25%
Agree &  

Strongly Agree

77%
Agree & Strongly Agree

16%
Disagree &  

Strongly Disagree

Age (group)Work Life by Age

18-29

30-39

40-49

50-59

60-69

Observation: More than 75% of employees surveyed cited satisfaction in the flexibility 
offered in their roles. However, the younger demographic has a lower perception of flexibility 
compared to older generations. Corporations will need to evolve their position on this specific 
practice as the younger cohort matures within their organizations.

% of Total Distinct Count of Respondents

72%
Agree & Strongly Agree

78%
Agree & Strongly Agree

80%
Agree & Strongly Agree

84%
Agree & Strongly Agree

95%
Agree & Strongly Agree

22%

19%

18%

13%

5%

Agree & Strongly Agree Neutral Disagree & Strongly Disagree
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3. Organizational Support for Equity & Inclusion  
When organizational support for workplace equity is high, organizations 
function in a way that helps employees thrive in relationship to belonging, a 
culture of learning, fairness, top leadership support, and a lack of discrimination 
experiences. The WPE survey looked at five areas that are deeply connected to 
organizational support and, in particular, to inclusion. 

Belonging
Belonging—an individual’s ability to be themselves at work and feel valued by 
their coworkers—is an important part of a healthy workplace. According to 
Managing Vice President Lauren Romansky at Gartner, “when employees are 
truly included, they perceive that the organization cares for them as individuals, 
their authentic selves.”7 True belonging comes from having an employee’s 
identity, beliefs, and values normalized and reflected in the organization.

Observation: Approximately 70% of workers felt like they could be themselves at work 
while only 64% felt they were valued by their company; we believe this could have material 
implications for the productivity of those individuals feeling undervalued. Further, LGBTQIA+ 
workers cited significantly lower levels of support with respect to belonging compared to the 
broader survey population.

Belonging

I am valued by my company

I have the resources (time, money, materials, 
tools, etc.) to do/learn in my job

My co-workers have dismissed my input 
or comments

I feel like I can be myself at work  
(e.g. not putting on a face or a show)

64%
Agree & Strongly Agree

28%
Disagree & Strongly Disagree

72%
Agree & Strongly Agree

24%
Disagree &  

Strongly Disagree

75%
Agree & Strongly Agree

20%
Disagree &  

Strongly Disagree

75%
Disagree & Strongly Disagree

21%
Agree &  

Strongly Agree

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

I feel like I can be myself at work  
(e.g. not putting on a face or a show)

74%
Agree & Strongly Agree

21%
Disagree &  

Strongly Disagree

64%
Agree & Strongly Agree

31%
Disagree &  

Strongly Disagree

LGBTQIA+Belonging

True belonging 
comes from having 
an employee’s 
identity, beliefs, and 
values reflected and 
naturally part of in the 
organization’s culture.

Agree & Strongly Agree Neutral Disagree & Strongly Disagree

Non-LGBTQIA+

LGBTQIA+
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Culture of Learning 
Learning is critical to innovation and the growth of any organization. A 
culture of learning is one where individuals have the time and resources 
to advance their knowledge and skills and one where individual learning 
is tied to organizational goals. The high drive to improve and innovate 
allows organizations to better prepare for the unknown and modern 
uncertainties—potentially leading to greater profitability over time.

% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Learning

Learning is aligned with both short- and long-term 
organizational goals

Managers make learning part of each employee’s 
performance goals

Learning is viewed as critical to improving 
organizational performance

Learning is viewed as critical to improving 
organizational performance

79%
Agree & Strongly Agree

15%
Disagree &  

Strongly Disagree

81%
Agree & Strongly Agree

14%
Disagree &  

Strongly Disagree

23%
Disagree &  

Strongly Disagree

RaceLearning

Asian

Black or  
African American

Caucasian

Hispanic or Latinx

Observation: Employees surveyed had a favorable view of their employers’ approach towards 
learning and training. Workers consistently believe there is a high degree of alignment with 
learning and the goals of the organization. Interestingly, perception of alignment with goals 
outpaces the degree to which companies are implementing learning programs as an aspect of 
performance goals. Over time, these variables may converge as more companies standardize 
their approach to training the workforce. Caucasian workers signaled that learning is less 
critical to improving organizational performance compared to other races.

91%
Agree & Strongly Agree

82%
Agree & Strongly Agree

79%
Agree & Strongly Agree

85%
Agree & Strongly Agree

5%

10%

10%

13%

Learning is critical to 
innovation and the growth 
of any organization.

71%
Agree & Strongly Agree

Agree & Strongly Agree Neutral Disagree & Strongly Disagree



Experiences of Discrimination 
The Robert Wood Johnson Foundation says, “discrimination is a prominent and critically important matter in 
American life, with significant and harmful effects on health and well-being.”8 Due to historical structural and 
institutional inequities, a vast majority of women and people of color (particularly Black, Indigenous, and Latinx 
employees) report experiences of discrimination in the workplace.9 In addition to racial and gender attributes, 
people who are underrepresented based on ability, sexual orientation, and neurodiversity (i.e., the range of 
differences in individual brain function and behavioral traits, regarded as part of normal variation in humans) 
may experience greater levels of discrimination at work. 
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% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Discrimination

Co-workers have made unwelcome 
remarks about my appearance

I have been treated less favorably 
based on my race/ethnicity

I have experienced harassment of any nature

I have been treated less favorably 
based on my gender

I have been treated less favorably based 
on my race/ethnicity

10%

87%
Disagree & Strongly Disagree11%

7%

15%
Agree &  

Strongly Agree

RaceDiscrimination

Asian

Black or  
African American

Caucasian

Hispanic or Latinx

Observation: 15% of workers surveyed have experienced harassment. In addition, they reported 
being treated less favorably based on their gender (11%) and based on their race/ethnicity (7%). 
Black or African American individuals expressed the highest incidence rate with respect to being 
treated less favorably due to race/ethnicity. Regarding gender discrimination, 15% of females 
and 29% of gender nonconforming individuals in the survey population communicated they have 
been treated less favorably based on their gender compared to just 5% of males.

86%
Disagree & Strongly Disagree

73%
Disagree & Strongly Disagree

94%
Disagree & Strongly Disagree

87%
Disagree & Strongly Disagree

19% 
Agree &  

Strongly Agree

4%

10%

87%
Disagree & Strongly Disagree

90%
Disagree & Strongly Disagree

83%
Disagree & Strongly Disagree

11%

Agree & Strongly Agree Neutral Disagree & Strongly Disagree



37%
Agree & Strongly Agree

46%
Agree & Strongly Agree

70% 
Agree & Strongly Agree

52%
Disagree & Strongly Disagree

65%
Disagree & Strongly Disagree

Fairness 
When employees feel valued and respected, they will, in turn, identify more closely with the organization. 
According to the Harvard Business Review, when “employees believe they are being treated fairly—when 
they feel heard, when they understand how and why important decisions are made, and when they believe 
they are respected—their companies will benefit.”10 
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% of Total Distinct Count of Respondents

% of Total Distinct Count of Respondents

Fairness

A lack of fairness has made me consider leaving

Not everyone at my company is treated fairly

Not everyone at my company is treated fairly

GenderFairness

Female

Male

Observation: The survey showed that employees perceive a very wide variance in fairness 
across their organizations—over 40% of workers believe that not everyone at their company is 
treated fairly. This belief is quite provoking as sensitivity to fairness is correlated to thoughts 
about switching companies at the individual level. Women and gender nonconforming 
individuals responded with more negative views of fairness at their companies.

48%
Disagree & Strongly Disagree

58%
Disagree & Strongly Disagree

Gender  
Nonconforming

25%
Disagree &  

Strongly Disagree

32%
Agree & Strongly Agree

42%
Agree & Strongly Agree

Agree & Strongly Agree Neutral Disagree & Strongly Disagree



Senior Leadership Support 
Leadership involvement is key in advancing organizational diversity, 
equity, and inclusion—across all sectors and companies of all sizes. A 
more involved senior leadership team can result in positive movement 
on DE&I outcomes. In 2019, the Boston Consulting Group placed 
“leadership commitment” as a key lever in building workplaces that 
serve historically excluded groups.11 Most recently, “Delivering through 
Diversity,” a McKinsey report, placed “a compelling CEO vision,” 
and “management accountability” at the top of a pyramid designed 
to deliver business impact through diversity and inclusion.12 
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% of Total Distinct Count of Respondents

Leadership

Top leaders emphasize the importance of having 
a diverse workforce

Top leaders role model inclusive behavior 65%
Agree & Strongly Agree

26%
Disagree & Strongly Disagree

Observation: The survey data implies that most senior leaders are communicating that they 
prioritize diversity, but fewer are demonstrating this with their actions. Matching words with 
actions is crucial to establishing credibility, thus those leaders who are being inconsistent in 
their behavior pose risks to their organizations. 

74%
Agree & Strongly Agree

19%
Disagree &  

Strongly Disagree

A more involved senior 
leadership team can result 
in positive movement on 
DE&I outcomes.

Agree & Strongly Agree Neutral Disagree & Strongly Disagree
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Our 2022 Workplace Equality survey shows shifting 
priorities in the workplace, for both employees and 
employers, that we believe will significantly shape 
companies’ workplace cultures and policies in the years 
ahead. Survey data suggests that companies’ efforts at 
workplace equity may not, in some circumstances, be 
fully aligned with employee perceptions. It also suggests 
that while progress has been made, more is needed.

We expect the pace of change to accelerate, particularly 
on key issues such as gender equity including 
LGBTQIA+, pay equity and transparency, senior 
leadership efforts and efforts toward younger workers, 
in addition to ending harassment in the workplace.

For Segall Bryant & Hamill, the survey data set 
serves as a valuable proprietary benchmarking tool 
that our investment team can apply with a mosaic 
of other resources to better understand employee 
experiences at the companies we research and invest 
in. These insights are applied within our  Workplace 
Equality strategy and shared with the firm’s broader 
investment team, to help us make informed 
decisions when investing in individual companies.

To learn more about the WPE survey or SBH’s 
Workplace Equality strategy, please email us at 
contactus@sbhic.com or call (800) 836-4265.

Conclusion
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