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How Corporate DEI Policies Impact You

How identity-based workplace policies can affect hiring, promotions, mentoring,
and equal opportunity.
6-minute read * Workplace * Updated July 2026

Corporate Diversity, Equity, and Inclusion programs can shape who is recruited, who receives career-
development opportunities, how managers are evaluated, and what standards guide hiring and
promotion decisions. Some programs broaden opportunity. Others give preference to, reserve
opportunities for, or set numerical goals involving particular demographic groups. This guide explains
the difference and shows how the Viewpoint Diversity Score evaluates whether companies treat
employees and applicants as individuals.

Why It Matters

Workplace policies affect real opportunities. They can determine who is encouraged to apply, who receives
mentoring, who is placed on a leadership track, and whether managers are rewarded for demographic
outcomes.

Identity-based preferences can also harm the people they are intended to help. Employees selected under
special criteria may feel that their accomplishments have been discounted, or that colleagues will assume

they were hired or promoted because of their identity rather than their qualifications. That can be insulting,
demotivating, and unfair.

Employees excluded from those programs may likewise conclude that opportunities are not distributed
equally. Over time, these policies can weaken trust, create resentment, and divide employees into favored
and disfavored groups.

A company can recruit broadly, remove unnecessary barriers, and welcome people from varied backgrounds
without treating applicants differently because of religion, race, sex, or sexual orientation.

What Is Corporate DEI?

DEI generally stands for diversity, equity, and inclusion, but companies use the terms in different ways.
Corporate DEI programs may include recruiting partnerships, internships, workforce representation goals,
candidate-slate requirements, employee resource groups, mentoring, leadership development, bias training,
executive compensation measures, and demographic reporting.

Not every initiative has the same effect. Some expand outreach while keeping eligibility open to everyone.
Others prioritize or restrict opportunities based on protected characteristics. The Viewpoint Diversity Score
does not treat every reference to diversity or inclusion as inherently problematic. It examines what the policy
actually does.

Who Gets Access to Career Opportunities?

Some companies use neutral standards. Comcast, for example, based internship eligibility on enrollment,
work availability, and work authorization. Palantir described early-career eligibility according to graduation
timing and prior experience. TDS stated that internships were available regardless of background or field of
study.
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Other companies have offered opportunities targeted or restricted by identity. Adobe’s HBCU 20x20
Fellowship required applicants to identify as Black or African American. Dell Technologies operated an
internship program for students identifying as Black/African American or Hispanic/Latino and others focused
on those identifying as LGBTQ+ and other underrepresented minorities. Visa’s Black Scholars and Jobs
Program was designed for Black and African American students.

The concern is not simply that a company recruits at an HBCU, Hispanic-serving institution, women'’s college,
or community college. Broad outreach can expand the applicant pool. The issue is whether eligibility, access,
or candidate treatment depends on identity.

When Diversity Goals Influence Hiring

Some companies establish numerical goals for the demographic composition of their workforce or leadership.
These may be described as quotas, targets, commitments, or aspirations. Examples include Autodesk’s
representation goals for women and specified racial groups, IBM’s diversity-related executive compensation
measure, and Snap’s workforce and leadership goals.

Supporters argue that measurable goals create accountability. Critics argue that they can pressure managers
to consider protected characteristics in hiring and promotion decisions.

Against that backdrop, several companies later withdrew or revised such practices. AT&T stated that it does
not and will not use hiring quotas based on protected characteristics. Verizon discontinued workforce diversity
goals and removed a representation measure from management compensation. BlackRock ended
aspirational representation objectives and diverse-slate interview requirements.

Who Receives Mentoring and Leadership Opportunities?

Mentorship, sponsorship, executive exposure, and networking can strongly influence an employee’s career.
Datadog states that everyone benefits from mentorship and matches participants according to skills and
interests. Wintrust Financial describes its mentoring program as open to all employees. Euronet Worldwide
states that development opportunities are available regardless of background or identity.

Other companies have prioritized selected groups. BOK Financial prioritized mentor matches for women and
people of color. AIG described several leadership-development programs with eligibility limited by sex and
race, including an executive initiative for women, a program for men of color, and a mentoring and coaching
program for mid-level employees of color. Goldman Sachs described coaching, networking, and sponsorship
programs for women and specified racial, ethnic, and LGBTQ+ groups.

The Viewpoint Diversity Score does not oppose mentoring, coaching, or leadership development. These
programs can help employees build skills and prepare for advancement. The concern is whether access to
valuable career opportunities depends on an employee’s race, sex, identity, or sexual orientation. Companies
can pursue broad participation and develop overlooked talent while keeping eligibility open and using job-
related selection criteria.

What Standards Govern Employment Decisions?

A standard statement that a company is an equal-opportunity employer does not always explain how
employment decisions are made. Some companies provide more specific assurances. Palantir states that
individual merit and job-related qualifications are the only employment factors it considers. Western Digital
bases hiring, promotion, discipline, termination, and compensation decisions on performance, conduct, skills,
and abilities. Mastercard describes its hiring as merit-based while recruiting through a broad range of
channels.

Other companies publicly integrate DEI into employment systems. Microsoft required employees to establish
an annual diversity-and-inclusion priority. ServiceNow stated that it embedded DEI throughout the employee
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life cycle. UMB Financial applied an inclusion-and-diversity lens to recruiting, training, and succession
planning.

These statements do not always prove that a particular decision was based on identity. They do show which
principles a company publicly emphasizes.

What Fair Workplace Policies Look Like

e Keep internships and development programs open to qualified participants.

e Use neutral eligibility standards.

e Avoid numerical hiring or leadership targets based on identity.

e Provide mentoring and professional development without identity-based restrictions.

e Base hiring, promotion, and compensation on merit, qualifications, skills, and performance.

e Welcome people from different backgrounds without assigning preferences according to demographic traits.

How the Viewpoint Diversity Score Evaluates DEI

The Viewpoint Diversity Score does not penalize companies simply for valuing diversity or maintaining
nondiscrimination policies. It evaluates whether corporate policies provide equal treatment and open access.
Recruitment and Hiring Opportunities Open to All

This measure examines whether internships, fellowships, apprenticeships, and recruiting programs are
available to qualified applicants without identity-based restrictions or preferences.

Company Does Not Promote Workforce Representation Quotas

This measure considers whether a company uses demographic hiring targets, representation goals,
candidate-slate requirements, or compensation measures tied to workforce demographics. It looks at
substance, not labels.

Access to Mentoring, Networks, and Other Benefits Open to All

This measure examines whether employees have equal access to mentoring, sponsorship, networking,
leadership development, and other career-enhancing benefits.

Equal Opportunity and Merit Promoted in the Workforce

This measure looks for clear statements that employment decisions are based on qualifications, skills,
performance, merit, or equal opportunity. A standard legal disclaimer is not enough.

Frequently Asked Questions

Does the Viewpoint Diversity Score oppose diversity?

No. The Score does not measure whether a company’s workforce is diverse. It measures whether employees
and applicants receive equal treatment and whether opportunities are awarded according to neutral, job-
related standards.

Is recruiting at an HBCU or HSI automatically discriminatory?
No. The question is whether participation remains open to all qualified applicants or whether identity
determines access, priority, or eligibility.

Are representation goals the same as quotas?

Companies often distinguish aspirational goals from fixed quotas. The Score considers both because each
seeks a demographic workforce result, although their operation and rigidity may differ.
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Yes. They can create the impression that recipients need special treatment or unique eligibility advantages,
rather than succeeding through the same criteria applied to everyone else. That can complicate how their
accomplishments are understood and may detract from recognition of their qualifications and work.

Can identity-based preferences harm their intended beneficiaries?

Can a company value diversity and still emphasize merit?

Yes. A company can recruit broadly, welcome varied perspectives, and remove unnecessary barriers while
making individual decisions according to skills, qualifications, and performance.

Editorial note: Company examples are drawn from publicly available corporate reports, policies, career pages, regulatory filings, and
verified reporting reviewed for the 2026 Viewpoint Diversity Score.

Disclaimer: The information contained in this document is general in nature and is not intended to provide, or be a substitute for, legal
analysis, legal advice, or consultation with appropriate legal counsel. You should not act or rely on information contained in this
document without seeking appropriate professional advice. By printing and distributing this document, Alliance Defending Freedom is
not providing legal advice, and the use of this document is not intended to constitute advertising or solicitation and does not create an
attorney-client relationship between you and Alliance Defending Freedom or between you and any Alliance Defending Freedom
employee.
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