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Accelerating diversity, equity & inclusion in rewards

Balanced representation

Designing to ensure access

Fostering belonging

patient
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Why focus on diversity, equity & inclusion?
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Workforce distribution based on US workforces, Pew Research Center analysis, 2017

What coverage do I need?
How much coverage do I need?

What coverage do I need for a growing family?
How do I have a balanced life?

How do I save for my child’s education?
How do I care for my aging parents? 

How do I afford retirement?
How do I stay active?

What’s important to me?
How do I make an impact?

Redefining 
‘retirement’

Buying a 
house

Career 
progression

Career 
beginnings

Family 
welfare

Millennials 
(35%)

Gen X 
(33%)

Traditionalist 
(2%)

Gen Z 
(5%)

Female 
(40%)

Male 
(60%)

Third country nationals
(10%)

LGBTQ+ 
(4%)Veterans 

X 
(1%)

Race & Ethnicity

Baby Boomers 
(25%)

People with Disabilities 
(25%)

Refugees 
(1.5%)

Develop a 
family

Managing 
my healthDisability Caretaking Paying for 

college
Maximize take 

home pay TravelingHomeowner

Needs and events of a multifaceted workforce
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What’s driving today’s inclusive benefits in the US?

Mercer’s 2021 Global Inclusive Benefits Survey - US (N=169)
Note: More than one response was permitted; percentages may sum more than 100%

56%
Employee or 

employee 
resource group 

requests

86%
Offer 

competitive 
benefits

91%
Attract and 

retain talent 78%
Employer 

brand

51%
Executive 
leadership 
requests

55%
Compliance 36%

Response
to social 

activism / 
environment

74%
Social 

corporate 
responsibility 

ESG

26%
Executive 
board / 

committee 
requests
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Where is your organization on the DEI spectrum for benefits?

Silent Reactive Proactive Mature

DEI strategy None Beginning to look at leadership 
composition and some key metrics

Developing a plan to advance DEI 
initiatives throughout the 
organization

Executing on robust, multi-year DEI
strategy with metrics; intentionally 
diverse leadership

DEI metrics DEI metrics for compliance only 
Compliance metrics exist & 
beginning to gather other DEI 
metrics

Reviewing quality metrics through a 
health disparities lens and 
reviewing health plan selections 
based on demographics

Implementing strategies to identify 
and address health disparities with  
transparent DEI metric dashboards 
on improvements as needed

Employee Resource
Groups (ERGs) None Just beginning the ERG journey ERGs exist with some managerial 

support
ERGs exist with formal recognition for 
efforts and budgets

External engagement None
Taking some actions, depending on 
how others in the market 
respond

Actively engaging with community-
based organizations; considering 
external DEI recognition 

Leading the charge on advocacy for
equity for all; obtains external DEI 
recognition

DEI in benefits Benefits for compliance only Evaluating some benefits for 
inclusion

Assessing benefits from a DEI 
perspective

Implementing enhancements to 
benefits to support organizational 
DEI strategy 
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Diversity, equity & inclusion:
Considerations for Defined 
Contribution plans
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Diversity, equity & inclusion (DE&I) considerations for DC Plans

DE&I can be evaluated from two vantage points in the DC landscape:
1) DE&I practices within the asset management industry
2) Participant savings behavior and retirement readiness by demographic

INCLUSION
Fostering 
belonging

EQUITY
Designing to help 

ensure access

DIVERSITY
Balanced 

representation
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Diversity, equity & inclusion is increasingly a topic of focus 
for many organizations

Do we have exposure to any 
minority owned investment 
managers?

We’d like to better 
understand our participant 
demographics and impact on 
behaviors

We’d like to consider 
incorporating DEI objectives 
into our IPS

Do you monitor the DEI 
practices of our investment 
managers?

How is DEI incorporated into 
the manager research 
process?

Is it appropriate to offer a 
fund consisting of DEI 
investment managers?

9
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While diversity and inclusion takes many forms, we 
believe better outcomes come from listening and 
incorporating the views of others 

Research suggests diversity of thought enhances decision making

Diversity comes in many forms and is not always visible

Females and minorities are under represented in the industry

Diversity extends beyond who manages assets

The first step is better data and benchmarking positive progress

12B-10



Women- and minority-owned manager research

Source: MercerInsight® as of March 31, 2021. Please see the Guide to Mercer’s Investment Strategy Ratings at https://www.mercer.com/content/dam/mercer/attachments/private/nurture-cycle/gl-2020-wealth-guide-to-mercers-investment-
strategy-research-ratings-mercer.pdf

355

148

319

Total Strategies

Equities Fixed Income Alternatives/Other

Mercer has been and is actively engaged in 
expanding our coverage in this area

Mercer currently has a (25%)

There are 822 
strategies in Mercer’s 
GIMD that self-report 

as being women or 
minority-owned

Mercer has more than $5 Bn in 
assets invested with women and 

minority owned investment 
managers across our client base 

including:

Advent Capital Management $874 Million
Ariel Investments $642 Million
Sprucegrove Inv Mgmt $583 Million
Pugh Capital Management $437 Million
Longfellow Inv Mgmt $389 Million

Rated (A-
R)

Highly 
Rated (A-

B+)

Equities 95 (27%) 19 (5.4%)

Fixed Income 40 (27%) 10 (6.8%)

Alternatives/Other 73 (23%) 28 (8.8%)
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Understanding participant demographics and behaviors
Plan sponsors use a persona analysis to answer questions like…

Why are women saving less than men? 

Is our match optimized for our participants? Is the QDIA appropriate 
for our population?

Are we meeting the financial 
needs of minorities?

Are any groups disadvantaged by 
our investment structure or plan 
design? 

What’s driving after-tax utilization for 
employees at lower salary bands?

What can we do to address low 
savings for our longest tenured 
employees?

12
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$171,000 $17,000$20,000

WHITE 

LATINO BLACK

WHITE COLOR

$120,000
Median Net Worth

Retirement Savings

64
38 31

36
62 69

WHITE BLACK LATINO

Without Retirement Account
With Retirement Account

WHITE 

$30,000

% With Retirement Acct

Net worth of a typical White family is 10 times greater 
than that of a Black family and 9 times that of a Latino 
Family. 

Among near retirees, the per 
household average retirement 
savings balance among 
households of color is one-
fourth that of white households.

Racial and ethnic wealth disparities persist

Source: National Institute of Retirement Security
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High income levels do not always 
relate to increased savings or 

wealth accumulation
—

High-income minorities were found to be 
more likely turned down for a mortgage 

than low-income whites*

Current labor income may not be 
strongly related to household wealth, 
because wealth takes a long time to 

accumulate
—

If you started in 1962, it would take 259 
years for the ratio of black to white mean 

wealth to reach  90%.**

?

*The American Economic Review. Mortgage Lending in Boston: Interpreting HMDA Data. Alicia H. Munnell, 
Geoffrey M. B. Tootell, Lynn E. Browne and James McEneaney
**What Is Behind the Persistence of the Racial Wealth Gap? Dionissi Aliprantis, Daniel Carroll

High 
Income 

High 
Wealth
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Investing behaviors can vary which may lead to different portfolio 
returns

Ethnicity 7

Ethnicity 3

Ethnicity 6

Ethnicity 1

Ethnicity 5

Ethnicity 2

Median Target 
Date Fund 
Glidepath* 

Illustration. 
*Median equity allocation (including real estate and commodities) based on Mercer 2Q 2019 Target Date Fund Survey

Ethnicity 4
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Understanding your population is key to addressing their needs

Geographical 
Impact

Employee 
demographics

Needs

Behaviors

Group 1 Group 2 Group 3

Group 4 Group 5 Group 6
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Data collection is critical to achieving health and 
wealth equity

Members Providers / Coaches
• Race
• Ethnicity 
• Language
• Sexual orientation 
• Gender identity 
• Age
• Disability status 
• Veteran status
• Socioeconomic status
• Geographic location

• Demographics 
• Race
• Ethnicity
• Language
• Gender
• LGBTQ+
• Veteran

• Access 
• Digital channels
• Communication channels
• Accessibility for people with disabilities for office 

visits 
• Geographic location

• Competencies
• Racial/ethnic minorities 
• Women’s health/men’s health
• LGBTQ+
• Veterans 
• Specific cultures
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Use personas to inform employee needs

One size does not
fit all

Enhance consumer 
perspective

Empathize with employees

Target 
communications

Personas provide a 
multi-dimensional, 
unbiased  framework 
to assess the breadth 
and depth of your 
workforce
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Persona results – a sample
City Starter

Work characteristics

• 25 years old
• 1 year of service
• $65k annual pay

Home characteristics

• $62k area household 
income

• Urban areas, apartment 
living

• Adventurous, socially 
active, willing to take risks

• Spends on rent, clothing, 
and technology

• Health and nutrition are 
important

Benefit Persona Overall

Health Benefits

Medical Enrollment 64% 78%

HSA Plan 63% 32%

PPO Plan 37% 68%

HSA Deferrals 28% 59%

Healthcare FSA 5% 22%

Dental 55% 71%

Vision 39% 50%

Retirement Benefits

401(k) Participation 68% 81%

401(k) Loan 12% 17%

Deferral Rate 5% 7%

Income Protection and Other Benefits

Supplemental Life 12% 37%

Supp. Dep. Life 1% 11%

Legal Plan 3% 18%

Dep. Care FSA 0% 4%

Digital native, access 
expectations

Focused on expenses 
today

Student debt 
concern

Retirement savings 
for match or health 

savings for use?

Likely to rely on 
defaults or auto-

features when 
available

Support positive 
habit formation 

through total 
wellbeing support
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Deeper dive with the persona framework to uncover insights
DE&I: Benefit plan experience disparities by race

Personas allow us to 
better isolate 
differences in benefits 
elections for DE&I

DC Total 
Deferral 
Participation

401(k) 
Outstanding 
Loan

401(k) Hardship 
Withdrawal
(last 5 years)

TOTAL ASIAN BLACK HISPANIC WHITE

EXPERIENCED INNOVATORS
age 48, 5 years service, $145k pay

$110k area household income

94% 94% 90% 93% 94%

10% 10%

24%

15%
10%

1% 0%

8%

0% 2%

Employers use this data to consider 
and support:
• Additional benefits or services
• Plan design changes
• Vendor communication
• Focus group or Employee Resource Group 

feedback
• Pay or performance review equity
• Internal benefits education
• Impact beyond benefits
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Diversity initiatives among retirement benefits

Plan & Investment Design
• Situation: Large DC plan sponsor conducted 

a detailed demographic analysis to 
understand whether/how 401(k), ESPP and 
Deferred Comp design impacts minorities, 
especially as they contemplated match 
changes. Reported results to Board of 
Directors. 

• Outcome: Assessed if potential match 
changes would disadvantage any one group 
of employees; informed blind spots in 
investment line-up.

Investment Manager 
Accountability
• Situation: Large Tech DC plan 

sponsor communicated to investment 
managers importance of diversity and 
inquired about practices to promote 
and nurture diversity

• Outcome: Included diversity criteria 
as a subordinate consideration in 
Investment Policy; annually conducts 
detailed survey of investment 
managers and tracks diversity 
initiatives for accountability. 

Other conversations we’re having 
related to diversity:
• Matching on Roth & after-tax

• Accessibility of brokerage window options

• Women & Minority Owned investment firms

• Fiduciary considerations (DOL proposed ESG 
regulation)

• Custom funds

• Retirement readiness

• Whole-family financial benefits
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Successfully addressing DEI through employer financial benefits 
requires following a thoughtful and holistic process

Understand 
your 

population

Set your 
strategy

Select 
vendors that 
meet your 

population’s 
needs

Develop 
measures of 

success

Focus on 
engagement Evolve strategy as your 

population’s needs change 
& engage company leaders 
to drive a consistent focus 
on improvement
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Q&A
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Important notices
References to Mercer shall be construed to include Mercer LLC and/or its associated companies.

© 2022 Mercer LLC. All rights reserved.

This report has been prepared for the sole use by registrants of the Amplifying DEI strategies with inclusive benefits webinar. It is not for further distribution or communication to any other person or entity.

This contains confidential and proprietary information of Mercer and is intended for the exclusive use of the parties to whom it was provided by Mercer. Its content may not be modified, sold or otherwise 
provided, in whole or in part, to any other person or entity without Mercer's prior written permission.

Mercer does not provide tax or legal advice. You should contact your tax advisor, accountant and/or attorney before making any decisions with tax or legal implications. 

The findings, ratings and/or opinions expressed herein are the intellectual property of Mercer and are subject to change without notice. They are not intended to convey any guarantees as to the future 
performance of the investment products, asset classes or capital markets discussed. 

Mercer's ratings do not constitute individualized investment advice. 

This does not constitute an offer to purchase or sell any securities.

For Mercer’s conflict of interest disclosures, contact your Mercer representative or see www.mercer.com/conflictsofinterest.

This does not contain investment advice relating to your particular circumstances. No investment decision should be made based on this information without first obtaining appropriate professional advice 
and considering your circumstances. No investment decision should be made based on this information without first obtaining appropriate professional advice and considering your circumstances.  Mercer 
provides recommendations based on the particular client's circumstances, investment objectives and needs.  As such, investment results will vary and actual results may differ materially

Information contained herein has been obtained from a range of third party sources. While the information is believed to be reliable, Mercer has not sought to verify it independently. As such, Mercer makes 
no representations or warranties as to the accuracy of the information presented and takes no responsibility or liability (including for indirect, consequential, or incidental damages) for any error, omission or 
inaccuracy in the data supplied by any third party.

Investment management and advisory services for U.S. clients are provided by Mercer Investments LLC (Mercer Investments). Mercer Investments LLC is registered to do business as “Mercer Investment 
Advisers LLC” in the following states: Arizona, California, Florida, Illinois, Kentucky, New Jersey, North Carolina, Oklahoma, Pennsylvania, Texas, and West Virginia; as “Mercer Investments LLC 
(Delaware)” in Georgia; as “Mercer Investments LLC of Delaware” in Louisiana; and “Mercer Investments LLC, a limited liability company of Delaware” in Oregon.  Mercer Investments LLC is a federally 
registered investment adviser under the Investment Advisers Act of 1940, as amended. Registration as an investment adviser does not imply a certain level of skill or training. The oral and written 
communications of an adviser provide you with information about which you determine to hire or retain an adviser. Mercer Investments’ Form ADV Part 2A & 2B can be obtained by written request directed 
to:  Compliance Department, Mercer Investments, 99 High Street, Boston, MA 02110.
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This document and any recommendations, analysis, or advice provided by Mercer Health & Benefits Administration LLC (Mercer Voluntary Benefits) (collectively, the “Mercer Voluntary Benefits Analysis”) are 
intended solely for the entity identified as the recipient herein (“you”). This document contains proprietary, confidential information of Mercer Voluntary Benefits and may not be shared with any third party, including 
other insurance producers, without Mercer Voluntary Benefits’ prior written consent. Any statements concerning actuarial, tax, accounting, or legal matters are based solely on our experience as insurance brokers 
and risk consultants and are not to be relied upon as actuarial, accounting, tax, or legal advice, for which you should consult your own professional advisors. Any modeling, analytics, or projections are subject to 
inherent uncertainty, and the Mercer Voluntary Benefits Analysis could be materially affected if any underlying assumptions, conditions, information, or factors are inaccurate or incomplete or should change. The 
information contained herein is based on sources we believe reliable, but we make no representation or warranty as to its accuracy. Except as may be set forth in an agreement between you and Mercer Voluntary 
Benefits, Mercer Voluntary Benefits shall have no obligation to update the Mercer Voluntary Benefits Analysis and shall have no liability to you or any other party with regard to the Mercer Voluntary Benefits 
Analysis or to any services provided by a third party to you or Mercer Voluntary Benefits. Mercer Voluntary Benefits makes no representation or warranty concerning the application of policy wordings or the 
financial condition or solvency of insurers or reinsurers. Mercer Voluntary Benefits makes no assurances regarding the availability, cost, or terms of insurance coverage.

Mercer Health & Benefits Administration LLC (Mercer Voluntary Benefits) makes no representations or warranties, expressed or implied, concerning the financial condition or solvency of any insurers. A.M. Best’s 
Ratings are under continuous review and subject to change and/or affirmation. For the latest Best’s Ratings and Best’s Company Reports (which include Best’s Ratings), visit the A.M. Best website at 
http://www.ambest.com. See Guide to Best’s Ratings for explanation of use and charges. Best’s Ratings reproduced herein appear under license from A.M. Best and do not constitute, either expressly or impliedly, 
an endorsement of Mercer Voluntary Benefits or its recommendations, formulas, criteria or comparisons to any other ratings, rating scales or rating organizations which are published or referenced herein. A.M. 
Best is not responsible for transcription errors made in presenting Best’s Ratings. Best’s Ratings are proprietary and may not be reproduced or distributed without the express written permission of A.M. Best 
Company.

Mercer Health & Benefits Administration LLC, AR Insurance License #303439. In California d/b/a Mercer Health & Benefits Insurance Services LLC, CA Insurance License #0G39709.
The information contained in this document is confidential, may be privileged, and is intended for the use of the individual or entity named above. If you are not the intended recipient, please do not read, copy, 
forward, use, or store this document or any of the information contained herein.

Important notices
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Three reminders!
1. Session evaluation is available

– On the conference app
– Online at www.iscebs.org/2022symp

2. CEBS designees—Be sure to report your 
Compliance credit.

• Turn in a white ticket as you leave the room.
OR

• Report this session individually at 
www.ifebp.org/myprofile

3. CE credit for other professions (green slip) must 
be turned in as you leave the room.

Thank You!

www.ifebp.org/myprofile

www.iscebs.org/2022symp
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