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Our Team
CIDIS and Conscient Strategies have partnered to offer the full-
range of DEIA resources and expertise needed to successfully 
support federal and defense clients through their DEIA journey, 
regardless of where they are.

CIDIS is a certified economically 
disadvantaged women-owned small 
business focused on providing experienced 
professional human capital consultants. CIDIS 
is an established boutique management 
consulting firm that works with their 
clients to create high-performing diverse 
and inclusive organizations through the 
transformation of their business operations 
and human capital management practices. 
Our consultants have vast human capital and 
DEIA experience working across industries 
in support of Federal, Commercial, and 
State/Local Government clients. We utilize 
sound research techniques to help our 
clients understand their current culture and 
identify the optimal places to make DEIA 
improvements. To support the development 
and implementation of lasting DEIA 
initiatives, our consultants employ leading 
practices from across industry and literature.

Conscient Strategies is a women-owned small 
business founded with the idea that every 
organization is capable of thriving through 
change. Focused on leadership development, 
organizational effectiveness, program 
implementation, and workplace dynamics, 
Conscient Strategies equips leaders with the 
tools necessary to continuously navigate the 
constancy of change in ways that benefit 
their team, and equally as important, their 
business outcomes. We believe that leading 
through change necessitates acknowledging 
and working with, not against, human 
behavior. We believe that successful solutions 
are informed by your teams, customized to 
an agency’s unique mission, culture, and 
strategic goals, and best developed through 
an iterative feedback loop. Our philosophy 
underpins our methodology and each step of 
our work.
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Introduction
Diversity, Equity, Inclusion, and Accessibility (DEIA) is not only  
a moral imperative but a vital part of organizational culture  
and sustainability.

Leadership behaviors drive agency culture; thus, our team believes DEIA is a matter of 
leadership. We believe that leaders and organizations must change and continue evolving 
to remain relevant and effectively meet mission objectives. 

Executive Order 14035 Diversity, Equity, Inclusion, and Accessibility (DEIA) in the 
Federal Workforce in conjunction with previous executive orders and polices, echoes 
this sentiment and establishes a clear priority on improving DEIA across the federal 
government. The Office of Personnel Management (OPM) and their partners work will be 
the driving force behind EO 14035 providing a government wide DEIA strategic plan and 
guidance for agencies to execute while navigating their own DEIA journey.

We know that change is hard, and learning how to get started with DEIA is challenging 
for many clients. At the same time, change takes time and can be unsettling—even 
frightening— for leaders and their teams. Regardless of starting point, we meet 
organizations where they are and work with leaders to challenge existing norms and 
support new ways of working for impactful DEIA outcomes.

Working on DEIA efforts across the federal government, nonprofit, and commercial 
sectors, we appreciate how sensitive this subject is for all members of a team and work 
with our clients to ensure that every decision and discussion is handled with care and 
intention. We can address common stumbling blocks head-on and ensure the process 
continues moving forward.

Our Team works in partnership with our clients to understand their current DEIA 
landscape and help them move forward towards actionable improvements. We use an 
agile approach to enhance project planning and service delivery. We build the constancy 
of change into our planning and methodology. 

Challenges
In today’s environment, agencies are asking the tough 
questions around Diversity, Equity, Inclusion, and 
Accessibility (DEIA). 

Additionally, these agencies are starting to explore staff concerns around racism, loss of 
engagement, and less than desirable inclusion and diverse representation across staff, 
management, and leadership. Based on our understanding of the DEIA landscape across 
the federal government, we see the following presenting challenges being faced today:
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1     Limited skills to accurately articulate gaps and actionable steps: leadership does 
not have the full range of tools to determine where and how improvements should be 
made even with a clear understanding of the current DEIA state across the agency.

2     Inadequate DEIA-specific strategies: there is limited focus on developing a 
comprehensive strategic plan for creating true DEIA or culture changes across the 
enterprise. In instances of having DEIA strategies, there is the challenge of a lack of 
consistency or not being more defined and targeted (one-size-fits-all strategy).

3     Low adoption of DEIA success metrics: agencies are lagging in adopting adequate 
measures to track and quantify outcomes and progress of DEIA programs and 
initiatives. Specifically, there are minimal and inconsistent inclusion and belonging 
measures to ensure positive impacts are realized across the board.

4     Insufficient tools and knowledge curricula: there are gaps in knowledge continuity. 
This is creating a need for avenues for continuous learning via training and awareness 
programs that support DEIA behavior changes. 

5     Development and implementation sticking points or bottlenecks: these involve 
initiatives (e.g., policies, programs, procedures) designed to improve or mitigate DEIA 
barriers and gaps towards change.

6     Less than ideal communication plans: there are transparency issues in DEIA efforts. 
Additionally, there are limitations in maintaining consistent, repeated, and tightly 
aligned messaging across all audiences on the agency’s DEIA values, way forward, and 
successes to the workforce.

Capabilities for Supporting Challenges
Our team offers the required expertise and experience to 
support agencies to mitigate and overcome the challenges 
mentioned above and more. 

We offer support at any point within your DEIA journey to include subject matter expertise, 
workforce analytics, coaching, training, and best practices to keep your organization nimble 
and on the path to a more diverse, equitable, and inclusive working environment. 

To successfully make long-term DEIA changes and improvements, we work with you 
through our DEIA framework to truly understand where you are on your journey. The 
benefits of our process are that it provides: 

    Understanding of your organization’s current state from a DEIA perspective

    Opportunity to develop a DEIA specific strategy to drive improvements
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    Support in developing and implementing initiatives for change 

    Awareness that DEIA is a continuous pathway that will always need monitoring and 
change over time

    Communication support to leadership and the workforce on the organization’s  
DEIA values, way forward, and progress towards change

Our DEIA Framework: Path to DEIA Change
Our framework provides an evolutionary pathway from your 
organization’s current DEIA state through implementation  
to monitoring. 

The following sections describe each of the stages outlined in the pathway  
to DEIA future state.

SET A 
CONSCIENT 
BASELINE & 
DESIGN THE 
FUTURE

CO-CREATE 
THE PATH 
FORWARD

IMPLEMENT

CONTINUOUSLY 
ADAPT & 
ITERATE

EVALUATE 
THE CURRENT 
REALITY

LEVEL 
UP
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Set a Conscient Baseline  
& Design the Future
Creating change starts with asking the right questions. Our process meets leaders 
and teams where they are while challenging them to move towards their articulated 
organizational DEIA goals. Our team works hand-in-hand with the leadership and 
relevant stakeholder teams to better understand organizational DEIA motivators and 
priorities. This involves asking varied questions of the team, including:

   How do you define and think about DEIA? 

   What motivates you to engage in DEIA at this time? 

   What are drivers influencing DEIA efforts at your organization? 

   What is your history and culture around DEIA? 

These questions will help us level set and understand where your organization is 
currently on the DEIA pathway. To further build on a client-specific customizable 
approach, we engage clients on a series of questions towards designing your ideal 
future; these include: 

   What is the ideal future-state that you are working towards? 

    What does it look and feel like for the organization and your team  
when you reach that state? 

    What are the objectives you are hoping to achieve? 

    What success measures or indicators will let you know when you have  
achieved those goals?

Evaluate the Current Reality
Our team understands the importance of collecting the right DEIA data and analyzing 
DEIA data to help build the foundation and understanding of an organization’s 
strengths and weaknesses to support a strategic and ideal path forward. 

We employ document reviews and engagements around your systems, structures, 
culture, and practices and how they impact your team, clients, organization, and 
surrounding communities. The analysis and correct interpretation of DEIA data 
allows leaders to plan strategically and make proactive decisions to support positive 
workforce changes.

1

2
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Our collaborations with your team involve top-down, bottom-up approaches to 
identify or collect pertinent data through surveys, focus groups, interviews, and 
review of organizational materials and/or personnel data focused on understanding 
three key areas:

   Demographic Representation 

   Policy and Procedures 

   Equity and Accessibility

   Underlying DEIA concerns 

DEMOGRAPHIC REPRESENTATION

Collecting and analyzing DEIA-related workforce demographic data is essential to 
identify potential barriers, dominant cultures, and/or underrepresented groups. We 
guide our clients to assess and understand workforce representation in two ways:

    Key workforce characteristics (e.g., age, race, gender) in comparison to external 
benchmarks (e.g., civilian labor force). This highlights areas where particular 
demographics are higher, lower, or equal to the civilian labor force.

    Key workforce characteristics compared across the internal human capital cycle. 
This assesses how people working within your organization are faring; looking 
at workforce characteristics by groups (e.g., race, gender) across current human 
capital systems (e.g., hiring, leadership positions, compensation, promotions, 
attrition). Areas highlighted include underrepresentation, ethnocentrism, or existing 
barriers to achieving equity within the workplace environment. 

POLICIES AND PROCEDURES

Organizational policies and procedures can profoundly impact how the workforce 
perceives DEIA (e.g., fair or unfair).  Our team works with key stakeholders to assess 
policies and procedures to ensure that they do not adversely impact any particular 
group or emphasize dominant groups. Additionally, reviewing policies and procedures 
in conjunction with demographic representation strengthens understanding and 
identification of potential barriers.

UNDERLYING DEIA CONCERNS

Our team utilizes web-based DEIA surveys tailored to an organization’s needs to better 
understand the concerns and overall diversity, equity, inclusion, and accessibility 
sentiments of the workforce.  

Our analysis of the data looks at the satisfaction levels across survey items, 
demographic groups, and themes to highlight DEIA areas where an organization is 
thriving and key areas for improvement. 



9

Level Up
Leveraging our agile approach, we create alignment, through facilitated conversations, 
around the evaluation findings and any gaps between the current state and the desired 
DEIA objectives. 

Through these alignment conversations, we engage your team to consider the 
implications of those findings on organizational leadership, culture, strategy, 
operations, and impact. 

These engagements infuse a mix of descriptive and predictive analysis to lead your team 
to a true co-creative, prescriptive assessment process.

Co-create the Path Forward
Our team utilizes the results from the DEIA analysis and understanding of an 
organization’s current state to identify DEIA improvement needs in the workplace. These 
results-driven improvement options will serve as a foundation for developing solid and 
targeted actionable recommendations or, in some cases, serve as extensions to current 
DEIA initiatives, policies, and procedures. 

We work with your leadership and key stakeholders to prioritize improvements, choose 
the best recommendations for implementation, and finalize clear plans for the path 
forward. Additionally, we integrate applicable best (over common) practices and current 
literature to ensure we design and develop research-driven action plans rooted in 
sustainability for the organization.

We ensure your team has a clear picture of how best to implement your strategic plan, 
outlining the:

   Right team/resources needed with assigned ownership

   Timelines and milestones set for sustainability

   Measures/metrics for tracking progress and impact

Implement
Depending on the initiatives to be implemented, our team will work with leadership 
and key stakeholders to develop an implementation plan. This includes processes and 
materials required to implement the initiatives or improve current policies , procedures or 
programs. Potential initiatives could include:

    Training and facilitated workshops

    Development or update of DEIA focused programs

3

4

5
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    Human capital process improvements (e.g., recruiting, promotions)

    DEIA specific reports or Barrier Analyses

    Group, team, or individual coaching

DEIA COMMUNICATIONS AND CONTENT SUPPORT

Additionally, our team understands the importance of communicating DEIA values, 
strategy, findings, and process to the workforce and external entities.  Our team has 
extensive experience working with client leadership and stakeholders developing 
DEIA materials, required oversight reports, and communications to support the 
initiative, program, or training rollouts to the workforce. The DEIA materials are 
developed collaboratively with our clients and designed to support the overall strategy, 
implementation of the initiatives, programs, or training and have included:

    Tableau dashboards

    Infographics

    Briefings/presentations

    Reports (MD-715)

    Website content

    Email communications

    Process documents

Adapt and Iterate
To be successful on the pathway to improving DEIA, organizational leadership will need to 
consider two pieces as they execute the DEIA strategy and implement initiatives: progress 
and impact. Our team will continue to work with key stakeholders to assess and measure 
the progress towards the completion of proposed initiatives to answer: 

“Did we do what we said we would do?”

For impact, we assess the initiatives for success (e.g., increases in representation, improved 
employee sentiments) to answer the question:

“Did we make a difference?”

By tracking and assessing the progress and impact of initiatives, we can determine what 
is working to improve DEIA outcomes and make real-time adjustments as needed.

Our team will provide the necessary tools and resources to show organizations how to 
continuously review and adapt on an ongoing basis to keep moving forward on the DEIA 
pathway towards real change.

6
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    Supports the Office of Diversity, Inclusion, and Equal Employment Opportunity (ODE) 
Leadership and Senior Executives in meeting NGA’s 2025 Strategy Goal One by assessing and 
understanding the current diversity and inclusion data trends across the human capital life 
cycle as well as employee sentiments on NGA’s inclusive culture. 

    Works with ODE leadership to develop tailored initiatives and materials that provide 
transparency (e.g., dashboards, infographics) and improve awareness across the agency to 
support D&I improvements.

    CIDIS researches and develops many products that are released to the workforce and briefed 
to the Director of NGA, such as: The Inclusive Language Initiative – Let’s Talk About It: A Tool for 
Inclusive Conversations; Diversity and Inclusion dashboards, Bearing Check reports highlighting 
different demographic communities at NGA, Promotion cycle assessment and report.

    Supports the development, implementation, and tracking of directorate level D&I roadmaps 
that uniquely tackle improvements by directorates.

    Support the analysis and development of annual reports (e.g., MD-715) and oversight requests 
(e.g., barrier analysis).

Past Performance

    Support the US Navy and its prime contractor on a Performance Enhancement Deckplate 
Engagement effort at four shipyards around the world; focus of engagement is with an 
embedded leadership coaching approach. 

    Coaching is targeted to the command vision and strategy as well as focused needs of those 
participating; depending on the area,  specifically at SRF in Japan, much of the coaching is 
focused on cross-cultural communication and understanding.

    Leadership coaching has proven to be an effective complement and accelerator of the 
command’s existing leadership development programs and is helping to transform the culture 
toward the ideal described by the Command Philosophy.

    Provided customized training and facilitation services to the leadership and staff of the Office 
of Global Material Security (GMS). 

    Conducted full-day coaching offsites quarterly to support the development of leadership skills 
across the GMS executive team.

    The off-sites provided an opportunity to discuss topics that impact leadership and supporting 
staff such as, Decision-making that Drives to Answers; Micro-Triggers – What’s the big deal; 
Decoding Nonverbal Signals; Our Unconscious Bias: What you should know.

Supporting the NAVSEA04X Shipyard Civilian Personnel on Steps 1 through 6

Supported the Department of Energy (DoE) through step 5

Supporting the National Geospatial-Intelligence Agency (NGA) through steps 1 to 6
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    Supported the Office of Diversity and Equal Employment (ODE) in conducting two 
diversity and inclusion (D&I) research studies across the agency focusing on the “Women’s 
Representation Within and Across the NGA” study and the “State of Black Promotions at NGA.”

    Collaborated with ODE, Executive Leadership, and key stakeholders providing functional 
research and analytics, barrier identification, recommendation development, and change 
management expertise.

    Work with ODE and Executive Leadership to support implementation efforts and agency-
wide initiatives to make culture and inclusion improvements.

    Assessed the current organizational culture and developed a strategy for improving diversity 
and inclusion across the organization and utilized leading practices to develop a customized 
path forward.

    Collaborated with leadership and a culture tiger team to establish a Diversity and 
Inclusion (D&I) Council as the driving force in continuing to launch, support, and measure 
improvement activities.  

    Facilitated off-sites with the established D&I Council and leadership to prioritize 
recommendations and develop SMART goals and initiatives for each of the selected 
recommendations.

    Engaged by a national law firm that was undergoing challenges in alignment between the 
headquarter offices in New York and a growing office on the West Coast. 

    This included both a vacuum of leadership to address problems as they arose in the West Coast 
office and specific issues related to diversity, equity, inclusion, and accessibility. 

    Conducted a rapid assessment of the state of the office. Simultaneously, we worked with firm 
leadership to define the desired culture of the firm.

    The analysis included information by various employee segments to identify any key 
differentiators – (e.g., by position, by gender, by ethnic group, and by years at the firm,) among 
other considerations. 

    Provided short and long term recommendations for organizational changes to begin shifting 
misaligned behaviors. Based on our deep listening, observations, and assessments, we 
developed a plan to create the desired changes and address some of the toxic behaviors noted  
in the misaligned office.

Supported the Department of Energy (DoE) through step 5

Supported National Law Firm on steps 1-3

Supported the National Geospatial-Intelligence Agency (NGA) through steps 2 to 6
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