
Employer Survey - 2022 Trans Equity Summit 

General (Required Questions) 
1. Company Name   

 
2. What union representation, if any, is 

available to employees? 
 
 
 
 

3. Do you track employee demographics? If 
so, what is the demographic breakdown of 
employees? 

 
 
 
 

4. What is the demographic breakdown of 
organizational leadership and board (if 
relevant)? 

 
 
 
 

5. Are there anonymous employee 
engagement or climate surveys that allow 
employees to identify demographics? If so, 
which demographic categories are 
included, & how often are they conducted? 

 
 
 
 

6. Do you have any pages on your website 
that talk about diversity, LGBTQ+ equity, 
accessibility, racial equity, etc.? If so, please 
provide a link. 

 
 

Office Building (Required Questions) 
7. In what ways do you work with local police? 

What does security look like in your 
organization? 

 
 
 
 

8. Is your physical office ADA compliant?  
 
 
 

9. How many gender-neutral bathrooms are 
there? Describe accessibility and location. 

 
 
 
 

Minnesota Indian Women's Resource Center

Executive Board: 57% female or female-identifying, 43% male or male-identifying 57% American
Indian, 1% POC, 22% White Upper Leadership: 100% Female, 100% American Indian Middle
Management: 62.7% Female, 73.3% POCI

We have been told directly by MPD that they will not respond to issues in our neighborhood unless it is
an active violent crime in process and they would prefer we engage in community policing. Our
neighborhood is one of the poorest neighborhoods in Minneapolis and has one of the highest crime
rates. Security for our organization currently consists of an on-site live-in Director of Security,
cameras, and a buddy system. Our building is currently locked to the public and access is via keys only.

https://www.miwrc.org - our organization is about empowering Native American women and their
families for equity and justice.

we are non-union

Yes. Officials & Managers: 100% Female or Female-Identifying, 100% American Indian. Professionals: 87% Female or Female-Identifying,, 6.5%
Non-Binary, 6.5% Male, 73.3% POCI, 26.7% White. Technicians: 100% Male or Male-Identifying, 100% POCI. Service/Direct Service Workers: 94.4%
Female or Female-Identifying, 5.6% Male or Male-Identifying,, 88.9% POCI, 11.1% White. Sexuality Disclosure was voluntary on our EEO form. Out
of 26 respondents to the survey (out of 39 employees), utilizing the following choices: straight, lesbian, gay, bisexual, pansexual, queer, asexual,
polysexual, prefer not to disclose, or none of the above: 69.2% identified as straight, 3.8% identified as Queer, 15.4% identified as pansexual,
3.8% identified as bisexual, 3.8% chose none of the above, and 3.8% chose not to disclose.

3, 1 on the entry level floor and 2 on the 2nd level floor. The entry-level floor bathroom is
wheelchair-accessible and the 2nd level bathrooms have wheelchair accessibility via an elevator.

Race, Tribal Affiliation, Gender, Sexuality - annually

Our building was built in 1966 and last renovated in 1997 and is not ADA compliant but is
grandfathered. We are currently in the process of a capital campaign to renovate our building and
bring it into compliance with ADA.



Benefits (Required Questions) 
10. What is your PTO policy, and how many sick 

days are available to employees? 
 
 
 
 

11. How many of the healthcare plans you offer 
are trans-inclusive? Please link your 
healthcare plans if possible and provide the 
dollar maximum. 

 
 
 
 

12. Please select all options which accurately 
describe your trans-inclusive healthcare 
plan(s): 

 
 
 
 

Policy (Required Questions) 
13. If you have an Equal Employment 

Opportunity Statement and/or non-
discrimination policy, which identities are 
listed as protected? 

 
 
 
 

14. Please select all options contained in your 
anti-harassment policy: 

 
 
 
 

15. Do you have an employee dress code? If 
so, is it gendered? Are there hairstyle or 
facial grooming requirements in your dress 
code? Please provide a link to your 
employee dress code, if public. 

 
 
 
 

16. Which company databases/forms: a) only 
allow employee legal names? b) Allow 
both legal and chosen names? c) Don't 
require legal names at all? 

 
 
 
 

17. What is the process for employees to 
change their names at your organization? 

 
 
 
 

18. If you have any restroom or locker room 
policies, please link or copy them here. 

 
 
 
 

We do not have locker rooms or restroom policies.

all of our healthcare plans are trans-inclusive.

New hires receive 8 hours of personal time upon hire and start accruing PTO immediately. At the end
of one year of service, a new employee will have 3 weeks of PTO. 2-3 years of service earn 1 personal
day and 4 weeks and 15 hours of PTO, 4+ years of service earn 1 personal day and 5 weeks and 15
hours of PTO. Employees have the ability to carryover 80 hours from year to year.

An employee only has to tell us and we will change their name in the HRIS (or they can) and we will also
change their email. If they have a legal name change, we will change it in payroll if they provide a
document showing the legal name change.

Statement that harassment based on any protected characteristic will not be tolerated;, Clear description of prohibited content, with examples;,
Description of a reporting system (for both those experiencing and those witnessing harassment) with multiple avenues to report;, Commitment
that reporting system will provide an immediate, thorough, and impartial investigation;, Clarification on what information/identities will be kept
confidential during an investigation;, Confirmation that employer will respond immediately and proportionally if investigation confirms
harassment;, Assurance of protection from retaliation;, Confirmation that any employees retaliating will be disciplined;, Policy is clear, simple, and
in all languages commonly used by employees;

race, color, religion, national origin, citizenship, age, sexual orientation, gender identity, gender
expression, gender, genetic information, marital status, pregnancy, family responsibilities, disability,
membership in any labor organization, political affiliation, personal appearance, military or veteran
status, or other status protected by applicable law.

We do not have a dress code other than basic cleanliness, know your audience, no gang-affiliated
clothing, and no clothing that contains sexist, racist, homophobic, or transphobic imagery or
commentary.

Our payroll system requires legal names for tax purposes, but our HRIS allows people to identify by
their chosen names. Our email system is chosen name.

Explicitly affirm trans medical care;, Plan documentation clearly communicates inclusive insurance
options to employees and their dependents;



19. Are there documented “Gender Transition 
Guidelines” for employees transitioning on 
the job? If so, where can they be found? 

 
 
 
 

20. Are there guidelines for employees re: 
pronouns in email signatures, business 
cards, introductions, etc.? 

 
 
 
 

Training (Required Questions) 
21. What content does new hire training 

contain re: nondiscrimination?  
 
 
 
 

22. What types of cultural competency, 
Diversity Equity and Inclusion, etc. ongoing 
training are provided? Of those listed, 
which are mandatory? 

 
 
 
 

Miscellaneous (Optional Questions) 
23. What is the process for employees to 

request accommodations?  
 
 
 
 

24. What is your policy on Personal Care 
Attendants accompanying employees to 
work? 

 
 
 
 

25. What are your policy guidelines for travel 
safety, 1) during COVID and 2) for sending 
employees to locations where they may not 
be safe based on identity? 

 
 
 
 

26. What is your policy on working from home 
(both currently, and pre-COVID)? 

 
 
 
 

27. What are your family leave/parental leave 
policies? Are they based on gender or on a 
certain relationship to the person being 
cared for? 

 
 
 
 

We require all new hires to review, read, and sign with HR our non-discrimination policy.

Since we openly welcome and affirm people of all genders, we do not have a gender transition
guideline. Historically, when someone has transitioned, they send out an email or a teams message with
their new pronouns and/or name that they wish to be called by and we update our systems accordingly.

Currently, all employees, regardless of gender, are provided with 6 weeks paid parental/family leave,
based off FMLA guidelines.

We do not currently provide mandatory cultural competency/DEI/JEDI training. We provide on a weekly
basis programming that staff are welcome to attend.

As our building is not in a safe neighborhood and we do street outreach, our policy guideline is that
nobody should be going out alone, regardless of their identity.

Generally, if an employee has a conversation with any supervisor or HR where they make mention of a
disability or an issue, we send them the paperwork to request ADA accommodation and engage in the
interactive process with them.

Non-direct service employees are allowed to work from home, direct service employees are allowed to
work from home when they have paperwork or training days.

We have not had this situation occur, but in general, we would welcome a PCA to assist an employee in
their work. Due to the nature of our work, however, employees providing direct services would need to
make sure that their client was comfortable with a third party being present.

People put their pronouns in their email signatures if they so choose. We have no requirement.



28. What are your COVID safety practices? In 
what contexts are employees required to 
do in-person work, and what safety 
protocols are in place? 

 
 
 
 

29. Does your organization have a Disaster 
Readiness Policy? What does it say re: 
supporting disabled employees and 
customers in an emergency?  

 
 
 
 

30. Do you have an Employee Assistance 
Program or Human Resources hotline? If so, 
what cultural competency training do they 
receive?  

 
 
 
 

31. What Employee Resource Groups are 
available? What is the process for starting 
one? 

 
 
 
 

32. What does your background check screen 
for, and what types of records disqualify 
applicants? 

 
 
 
 

33. Do you have a corporate giving profile? If 
so, what issues do you prioritize? What 
percentage goes to each area? What 
organizations do you give to? 

 
 
 
 

34. Do organizational leaders address 
coworkers with gendered language (i.e. 
"you guys")? What language is common in 
your organization's culture? 

 
 
 
 

35. Do you have a job application website? If 
so, is it accessible? 

 
 
 
 

36. Does anyone on your staff know ASL?  
 
 
 

We are currently in the process of updating our entire disaster readiness policy.

While it does happen that gendered language creeps in, it's far more usual that non-gendered language
is used.

We are required to utilize the DHS background screening process due to the nature of the grants we
receive. However, a criminal history does not necessarily disqualify someone from employment, unless
the criminal history shows a history of sexual or domestic violence or have open sexual or domestic
violence cases against them. Whenever possible, we attempt to assist employees who have been
disqualified through DHS with the appeal process.

Our EAP is provided through a third-party benefit provider, however our Human Resources is on-site
and is constantly staying updated on cultural competencies through a variety of meetings, trainings,
and networkings.

yes.

We are a non-profit that wishes corporations would give more money to us to do the front-line work
of providing Native American women and their families services.

Masks are required in the building when in public area or in an office with more than one person.

We have a mental health and wellness group that meets every other week. If an employee wanted to
start an ERG, they would only need to go to HR and start one.

We do have our open positions listed on our website and it is accessible. We also utilize a variety of
other job posting mediums.



37. What type of adoption benefits or family 
planning/assisted reproduction support do 
you offer? 

 
 
 
 

38. Do you offer domestic partnership 
benefits? 

 
 
 
 

39. Are employees allowed to sit down while 
working? 

 
 
 
 

40. Does your physical office have steps and/or 
an elevator? 

 
 
 
 

41. Is there anything else you want us to know?  
 
 
 

 

Yes and yes.

yes.

yes.


	1 Company Name: Minnesota Indian Women's Resource Center


