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Why Focus on DE&I?



“Diversity,” “Equity,” and “Inclusion”



How does Belonging fit in?



The Diversity Wheel



Objective and Subjective Culture



Diversity and Performance

More 
innovation

Higher 
earnings

Better overall 
financial 

performance

Above-
average 
diversity

Research 
shows greater 
diversity leads 
to more 
innovation and 
stronger value 
delivery.



Talent Pipeline 
Impact: 
Diverse talent 
leaves employers 
and the profession 
altogether due to a 
lack of DE&I.

.

.

LGBTQIA
1 in 5

A lack of DE&I contributes to diverse talent leaving the profession.
Nonwhite, 
Hispanic, & 

Latino
1 in 10

Females
1 in 14

On average, diverse groups reported:

I left a company 
because of a lack of 
equitable treatment.

49%

I left a company 
because of a lack of 

inclusion.

40%



The initial study in this global series, Diversifying U.S. Accounting Talent: A Critical Imperative to Achieve 
Transformational Outcomes, revealed a diversity gap: the low presence of diverse talent among leadership ranks in 

comparison to the demographic diversity across the profession and to regional population statistics.1 In our 
subsequent global studies, comparable workforce statistics for the profession were not readily available across all 

jurisdictions. But our comparison of female respondents’ job titles across all regions to those of male respondents with 
similar education levels and experience revealed that male respondents are holding more senior positions within their 

organizations.

United Nations Sustainable Development Goals
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Polling Question 1

Before this session, were you familiar with 
the UN Sustainable Development Goals?

- YES
- NO



IMA DE&I Research



Diversifying 
Global 
Accounting 
Talent:
Research Series 
Overview

.

.

Amplifying the voices of practitioners across the globe:

Research findings informed by:

Dozens of research 
partners

8,500+ survey 
respondents

100+ interviews

North 
America:

U.S.
Asia-Pacific

Europe & the 
Mediterranean

Middle East & 
North Africa
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Part I: 
Catalysts for DE&I Action



Catalysts for DE&I Action
Current State of DE&I

Protecting the Public Interest

Demands for Sustainable Business Information around DE&I



Current State 
of DE&I 

in Accounting
& Finance

• The Diversity Gap: 
Greater diversity across the broader 
profession than in leadership 
positions.

• Perceptions of Equity & Inclusion:
Fewer than 60% of respondents view 
the profession as equitable and 
inclusive.

• Why isn’t diverse talent advancing?
Diverse talent reports they aren’t 
advancing because of inequity and 
exclusion.



Polling Question 2

The IMA research shows that less than 60% of respondents find the 
accounting profession to be equitable and inclusive. Think about the 

functional area that you support. Do you feel that it’s equitable and inclusive?

- YES
- NO
- NOT SURE



Current State of DE&I: The Diversity Gap

The low presence of diverse talent among leadership ranks in comparison to 
the demographic diversity across the profession.

Also, the low presence of diverse talent within the profession in comparison 
to the local population.



Current State of DE&I: The Diversity Gap (U.S.)

For every 10 of the accounting profession’s most senior leaders, 9 are white, 
8 are male, and few openly identify as LGBTQIA (lesbian, gay, bisexual, 

transgender, queer, intersex, and asexual).

Sources: U.S. Bureau of Labor Statistics - Current Population Survey, 
Crist | Kolder Volatility Report 2019, and AICPA, 2019 Trends in the supply 
of accounting graduates and the demand for public accounting recruits



Diverse talent says they aren’t advancing 
because of inequity and exclusion.

40% or more of women from each 
region cite women… 

…are the object of unfair prejudice 
or bias from leadership,

have inequitable access to 
sponsors and mentors, and

inconsistently receive fair 
treatment during recruitment.



The initial study in this global series, Diversifying U.S. Accounting Talent: A Critical Imperative to Achieve 
Transformational Outcomes, revealed a diversity gap: the low presence of diverse talent among leadership ranks in 

comparison to the demographic diversity across the profession and to regional population statistics.1 In our 
subsequent global studies, comparable workforce statistics for the profession were not readily available across all 

jurisdictions. But our comparison of female respondents’ job titles across all regions to those of male respondents with 
similar education levels and experience revealed that male respondents are holding more senior positions within their 

organizations.

FEMALE RESPONDENTS:
“I LEFT A COMPANY WHILE WORKING IN THE ACCOUNTING 

PROFESSION BECAUSE OF A LACK OF DIVERSITY, EQUITABLE 
TREATMENT, OR INCLUSION.”



The initial study in this global series, Diversifying U.S. Accounting Talent: A Critical Imperative to Achieve 
Transformational Outcomes, revealed a diversity gap: the low presence of diverse talent among leadership ranks in 

comparison to the demographic diversity across the profession and to regional population statistics.1 In our 
subsequent global studies, comparable workforce statistics for the profession were not readily available across all 

jurisdictions. But our comparison of female respondents’ job titles across all regions to those of male respondents with 
similar education levels and experience revealed that male respondents are holding more senior positions within their 

organizations.

FEMALE RESPONDENTS:
“I EXPERIENCED BEHAVIORS THAT I PERCEIVED TO BE ROOTED IN 

BIAS AGAINST PEOPLE LIKE ME AND THAT CONTRIBUTED TO MY 
LEAVING THE PROFESSION.”



There is increasing 
demand for sustainable 
business information 
around DE&I.



Part II: 
Actionable DE&I 
Solutions



Inhibitors of 
DE&I Progress



Polling Question 3

Which of these inhibitors do you see as the biggest challenges within your organization?

- Diversity is not a true priority
- Bias affects decisions and behavior
- Lack of role models, mentors, and sponsors
- DE&I viewed as a short-term plan, not a cultural shift
- Some believe that no action is needed
- All of the above



Solutions: Strategic Objectives

Attract diverse 
talent

Retain and 
promote diverse 

talent



Strategic Objective:
Attract Diverse Talent
Long-term outcomes

• Heightened awareness of the 
profession as a viable & desirable 
career path for all

• Improved access & preparation for 
diverse persons to the accounting 
profession

• Persons of all backgrounds feel 
welcome to the profession

• Fair and equitable hiring practices 
& recruitment processes

• Increased number of diverse 
accounting faculty



Solutions for Change



Polling Question 4

Do you anonymize resumés for the review process at your company? 

- YES
- NO
- IN SOME CASES
- I’M NOT SURE



Strategic Objective:
Retain and Promote 
Diverse Talent
Long-term outcomes

• Fair & equitable talent 
management processes

• Robust bias detection & mitigation 
processes

• Accountability through transparent 
reporting & communication

• Culture of belonging

• DE&I treated as an ongoing 
strategic priority



Solutions for Change



Our 
Commitment
to Action

A
C

T
IO

N
 Y

O
U

 C
A

N
 T

A
K

E
 N

O
W

A
C

T
IO

N
 W

E
 A

R
E

 T
A

K
IN

G
 N

O
W

Read the report.
myima.org/DEIsolutions

Identify which 
practices you are 
already performing.

Adopt practices for 
outcomes aligned to 
your strategy.

Promoting DE&I 
opportunities in the 
profession.

Facilitating
partnerships with
DE&I advocates.

Collaborating for 
widespread DE&I 
improvement. 



Thank You!



Download the Report!



Additional DE&I Resources from IMA

DE&I Certificate Course D&I Jump-Start Kit Thought Leadership Articles
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Appendix



Equity and Equality

Sometimes sameness of 
treatment (equality) does 
not result in proportional 
fairness (equity).

Equality Equity


