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Introduction from Bruce Caswell,
President and CEO

At Maximus, we are all about moving
people forward. Diversity, equity, and inclusion (DE&I)

are essential parts of our company culture, and we strive to
create an inclusive workplace that values individual differences
and where employees can thrive. Our commitment to prioritizing
DE&I is a personal and business imperative, focused on people,
processes, policies, and the solutions and services we deliver.
We are connectors, helping people access the services they
need, and our customers trust us to treat every person – and
each other – with dignity and respect. Indeed, respect for our
employees and the people we serve is one of Maximus’ global
core values. These guiding principles, reaffirmed earlier this year
as part of our strategic planning process and brand refresh, are
woven throughout everything we do, including our DE&I efforts.

Since September 2020, these efforts have helped us to:
Create and sustain a workplace where people can
thrive as their authentic selves.
Provide our employees with opportunities for growth
and advancement regardless of differences.
Increase employee engagement by promoting
a culture of learning and belonging.
Cultivate a fair, open, and inclusive workplace
where differences are celebrated, and everyone
has opportunity to meet their potential.
Throughout our ongoing and evolving DE&I journey, we have
leveraged communication campaigns, held listening sessions
with employees, and expanded our company intranet to include
a dedicated and centralized site for DE&I information.
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We have also hosted company-wide unconscious bias training
for people managers to help them better understand how
bias impacts recruitment and promotion efforts. Additionally,
we supported employee participation in targeted professional
development opportunities.
Other accomplishments include the launch of our inaugural
employee resource groups, expanded DE&I learning
and development opportunities, and our participation in
external DE&I councils on best and promising practices.
I am now pleased to share with you the first annual report on
Maximus’ DE&I activities. This report provides an overview of
our DE&I efforts to date and looks ahead to future opportunities
for growth and improvement. While we are proud of the steps
we have taken so far, we recognize that we still have work to
do together, and our DE&I efforts will always be evolving.
Maximus’ DE&I story is a journey, not a destination, and we
look forward to continuing to integrate diversity, equity, and
inclusion into the important work we do each day, making it
part of and strengthening the fabric of our company.

Bruce Caswell,

Chief Executive Officer
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Leading with DE&I from
Michelle Link,
Chief Human Resources Officer

Maximus leads with diversity, equity, and inclusion (DE&I).
At Maximus, we have remained firm in our commitment to lead
with diversity, equity, and inclusion in all aspects of our business,
even when faced with numerous challenges and a great deal of
uncertainty due to a global pandemic.

In the United Kingdom, for example, Maximus UK has six
employee resource groups (ERGs) that all have Leadership
Team-level sponsorship. These groups have led initiatives for
International Women’s Day, secured Maximus UK’s participation
in Pride events, and developed supports for disabled colleagues
in the workplace. In September 2022, company leaders will
deliver face-to-face sessions on creating inclusive cultures to
employees across the UK as part of National Inclusion Week.
Additionally, Maximus UK has committed to integrating diversity,
equity, and inclusion throughout the employee life cycle and
within employee development opportunities.

In Australia, Maximus (doing business as MAX) is the only
employment services provider to hold the Workplace
Gender Equality Agency’s Employer of Choice citation.
This distinction signals that MAX is compliant with Australia’s
Workplace Gender Equality Act of 2012, has developed a
gender-balanced workforce, offers flexible work options, and
enforces policies to prevent harassment, discrimination, and
bullying in office settings. MAX also holds an Inclusive Employer
Citation from the Diversity Council of Australia. Within the
last year, MAX created the Rainbow Room, a safe forum for
LGBTQIA+ employees, and celebrated “Wear It Purple Day” in
support of LGBTQIA+ youth. MAX also provides one day of paid
leave to employees so they can attend community DE&I events
such as Pride festivals.

Meanwhile, in Singapore and South Korea, Maximus has
increased the number of women in key leadership roles,
particularly in the Human Resources, Quality, Finance, and
Operation divisions of the company.
While we have a strong DE&I commitment around the globe, we
recognized in early 2020 that we were doing more for DE&I in
our Outside the US (International) locations than we were in the
United States. I am especially proud of how, since June 2020,
we have intentionally included employees within the US in our
organization’s DE&I journey, particularly as we worked to create
a consistent, company-wide framework and strategy for the
company’s DE&I activities.
During the last 16 months, for instance, we have worked
to strategically center our US DE&I activities around the
expressed needs of our employees and provided
opportunities for them to offer constructive feedback.
We established a foundation for communicating DE&I
content and concepts to staff with the intention of bringing
employees along on the journey with us for a shared
understanding of DE&I and why it is important to Maximus. We
also introduced diversity goals into the Executive Bonus Plan
in 2021 for the first time in the organization’s history, a clear
indicator that our leaders are equally committed to
our DE&I strategy.
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Employees also played an important role in
one of this year’s key achievements in the US:
the successful creation of our first US-based ERGs.
These voluntary groups provide employees with
safe spaces to share their experiences, connect with
colleagues, and amplify diverse voices and perspectives.
They also are intentionally aligned to support at least one
of Maximus’ overall strategic goals.
Guided by Maximus’ DE&I team, groups of employees came
together to draft applications for official ERG status and shaped
the initial direction of the groups. After the selection of the first
three ERGs, a smaller group of employees stepped forward to
lead the groups as officers elected by their peers.
We know that we still have room for improvement as we
move forward, but the accomplishments and achievements
highlighted in this report demonstrate that we have created a
strong foundation upon which we can build.
Our commitment to diversity, equity, and inclusion remains
strong as we continue to learn how to best support our
employees, our customers, and those we serve.

Michelle Link,

Chief Human Resources Officer
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Our DE&I Strategy from
Dr. Arvenita Washington Cherry,
Vice President, Diversity, Equity, and Inclusion

In September 2020, Maximus’ leadership charged me with
developing a comprehensive yet evolving DE&I strategy for the
company from the ground up and integrating it throughout the
business. I am proud of what the DE&I team, and the company,
have accomplished in less than two years. An important part of
our DE&I initiative has been supporting employees in seeing
themselves as a part of this journey and putting this strategy into
practice across the company.
 E&I includes everyone, and we must commit to lifelong learning
D
and developing authentic relationships across differences to be
successful. This commitment helps us ensure equitable policies
and practices and builds a truly inclusive work environment where
everyone can thrive.
 iversity, equity, and inclusion are central to who we are as a
D
company and our business imperatives. Diversity matters because
working in an environment where we feel appreciated and valued
helps us to do our jobs better and strengthens our connections
with the people we serve. Equity matters because being
intentional about providing the support that some, particularly

those historically disadvantaged, need ends up helping everyone
and can help foster an environment where everyone benefits. 
Inclusion matters because it makes people feel valued, which, in
turn, promotes innovation, attracts and retains more talent, and
creates more opportunities for business growth. 
 e will continue investing in our Maximus family because we
W
understand that our strength lies in our differences and our desire
to have an equitable and inclusive workplace. We will continue to
listen to our colleagues, collect and analyze data, and engage in
the broader DE&I ecosystem to understand the best and most
promising practices. The results from our 2022 Global
Employee Engagement Survey show a favorable DE&I rating
of 76% of employees, which is a 7% increase from 2021. This is
one way to indicate that together, we are on the right track.

Dr. Arvenita Washington Cherry, PhD

Vice President, Diversity, Equity, and Inclusion
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Maximus’ Commitment to
Diversity, Equity, and Inclusion

Maximus is firm in our commitment to lead with DE&I in all
aspects of our business. We work tirelessly to create and sustain a
workplace where everyone can thrive and come together as our
authentic selves. We believe in equitable practices, opportunities
for growth, and career paths based on how our employees want
to evolve – regardless of differences. The core of who we are is a
fair, open, and inclusive workplace dedicated to the clients and
communities we serve.

Vision

Our vision is to provide a workplace reflective of the clients
and communities of people we employ and serve, at all levels
of our company. Together we will push for social justice,
gender and racial equity, and acceptance and belonging for
all employees, especially those in marginalized groups, such
as Individuals with Disabilities, People of Color, Women,
LGBTQIA+, and Veterans.

Mission

Our unique differences are the building blocks of our
company. Our diverse backgrounds, experiences, and
perspectives are powerful and allow us to have strong
connections to one another, our clients, and the people
we serve. We will achieve our vision through:
continuous support of employee
engagement and education on DE&I topics
thoughtful recruitment strategies and
employee professional development
intentional employee retention efforts
development and implementation of a

comprehensive supplier diversity program

assessment and revision of company
policies and practices to ensure equity
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Our Evolving
DE&I Strategy
Our DE&I strategy is one that will continue to evolve based on ongoing
data collection and analysis, the needs of our colleagues, clients, and
other stakeholders, and best and promising practices, in addition to the
conditions of our ever-changing world.
Our evolving DE&I journey requires a comprehensive approach that
touches every aspect of the employee journey and experience.
This overview provides Maximus’ overall DE&I framework, including our
strategy, goals, and the specific actions we are taking to achieve and
measure those goals.

Strategic Priorities
Employee Engagement
and Education

Focuses on expanding current Monthly Cultural Heritage
Recognition Program to include religion and interfaith
recognition.
Supports the development of Employee Resource Groups
(ERGs) in developing their own agendas to strengthen
overall business goals.
Supports the creation of a mentorship program leveraging
the ERG networks.
Evolves our 1st Friday networking events to bring
employees together to engage with DE&I topics while
creating community.

DE&I and Environmental,
Social, and Governance (ESG)

Focuses on key DE&I performance indicators (KPIs) that
are correlated to the ESG health of our organization,
including human resources management (hiring,
developing, retaining employees), and supply chain
with a goal of transparency in 2025.
Continues to evolve Maximus Foundation and our DE&I
framework within grant-making.

Talent
Acquisition

Focuses on thoughtful recruiting strategies
for three different groups:
The Early Careers program looks to bring
diverse professional talent into the organization
to start building a career at Maximus whether
through Internships or Early Career hires.
Technology hires ensure that we are focused
on bringing diverse talent into our High-Tech
career paths as our company’s growing
Technology Solutions Consultancy becomes
more and more important to our overall strategy.
Increased relationships with Historically Black
Colleges and Universities (HBCUs), other
institutions of higher learning, and other
organizations with a focus on People of Color
to ensure a broader funnel of diverse,
Experienced Professional hires are brought
in to improve diversity in recruitment and
enhance access to strong alumni networks.
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Strategic Priorities
External Partnerships/
Signatories

Focuses on developing our external partnerships
with shared goals alongside other companies who have
made a commitment to furthering DE&I.
Develops opportunities for efforts such as the CEO Action
for Diversity and Inclusion (diversity, equity,
and inclusion efforts), The Valuable 500 (disability
inclusion), and Weave (building social trust).

Supplier Diversity
Looks for opportunities to engage with businesses that
are at least 51% owned and operated by an individual or group
that is part of a traditionally underrepresented,
historically excluded, or underserved group (smallbusiness enterprises [SBEs], minority-owned enterprises [MBEs],
woman-owned enterprises [WBEs], and women/
minority business enterprises [W/MBE]).
Provides qualified small and diverse businesses with
a pathway to become an official provider of goods or
services to our organization.
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Learning, Development, and
Capacity Building
Focuses on building DE&I competencies and skills for
employees through tools, trainings, and workshops.
Supports the development of a DE&I Coaches Program.
Supports employees from historically under-represented
and excluded groups in external targeted professional
development programs.
Partners with Human Resources and Learning and
Organizational Development to introduce DE&I during
new-hire orientation and onboarding and increase
diversity in the development of an internal talent pool
for succession planning.
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Diversity at Maximus
As the charts on the next two pages show,

women make up 72% of our total workforce with
in our mid62% leading
41%
management tier

in our executive
management levels

People of Color make up 64% of our total workforce
making up our mid-

50% management tier


making up our executive

22% management levels

We recognize that we are making improvements, but there is still
much work to be done. Our DE&I strategy is focused on increasing
diversity for women and People of Color at our Executive levels with
meaningful gains over the next three to five years. Some of the ways
we are accomplishing this are through the support of our targeted
professional development opportunities, our dedicated recruitment,
promotion, and retention efforts, and through our ERGs.
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U.S. Employee Gender Breakdown
All Employees

Non - Management
FEMALE

FEMALE

MALE

MALE

71.81%
28.19%
First/Mid-Level Management

73.69%
26.31%

Senior/Executive Management

FEMALE

FEMALE

MALE

MALE

62.24%
37.76%

40.65%
59.35%
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36.28%

33.47%

29.81%

31.29%

23.14%

24.42%

5.01%

5.19%

4.92%

4.76%

0.61%

0.65%

0.23%

0.22%

50.76%

78.46%

22.28%

8.94%

16.53%

5.69%

5.62%

4.2%

4.1%

1.93%

0.46%

0.39%

0.25%

0.39%

“

Results from the 2022
Global Employee
Engagement Survey (GEES)
79%

82%

people are treated fairly at
Maximus regardless of differences
in race, ethnicity, gender, age,
religion, sexual orientation, etc.

my manager respects and actively
encourages diversity, equity, and
inclusion within our team.

In early 2022, Ragan Communications announced Maximus
as a winner for a 2021 Employee Communications award for
our commitment to diversity, equity, and inclusion. The award
announcement highlighted some of the factors that contributed
to the win.
For example, the DE&I site on the company intranet is one of the
company’s most visited sites, with more than 50,000 page views.
Furthermore, DE&I events consistently show a 100% favorable
rating for engagement, indicating employee support for these
events.
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Spotlight:
Employee Engagement
and Education
The Employee Engagement and Education strategic priority
emphasizes the efforts to connect with Maximus employees
across the company and provide them with opportunities to
network with colleagues while learning about different DE&I
topics.

Each month, the DE&I team focuses on one area related to
diversity, equity, and inclusion, with many months honoring a
shared identity or heritage, such as Black History Month or Pride
Month. During each month, Maximus’ DE&I team members host
different engagement events aimed at bringing employees
together around that month’s focus area.

From February 2021 to June 2022

82
Employee
Communications

18

First Friday
Events

18

Community
Conversations

3500
Employees
Engaged
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Employee Resource
Groups (ERGs)

One important achievement of the Employee Engagement and Education strategic priority was the launch of Maximus’ first
Employee Resource Groups (ERGs). These voluntary groups helped expand our engagement efforts through the involvement
and participation of our employees and have enabled employees to contribute to the company’s DE&I efforts and programming.
Moreover, anyone can participate in or support any ERG without having to share the identity of the group. The ERGs:
Help to address and elevate topics
related to each group as well as
foster professional development and
networking among its members.

Asian-Americans, Native
Hawaiians, and Pacific Islanders
(AANHPI)

Help the business understand different
perspectives to strengthen our work.

The Pilot ERGs
Black Alliance

Provide a safe space within the
larger Maximus community to build
upon shared characteristics and life
experiences and to amplify diverse
voices and perspectives.

Women of Excellence (WE)
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Employee Feedback
DE&I Council member:

DE&I Council Member:

“One of the most innovative things the
DE&I team has done is the rollout and
implementation of the ERGs.

“In just two months since their launch in
April 2022, the first three ERGs at
Maximus have had an incredible impact
on employee engagement across the
company.
Already, the ERGs have offered both
formal events (such as the Black Alliance
hosting the Juneteenth Carnival) and
informal opportunities (such as the
dynamic networking in the Women of
Excellence “Teams” Channel) with many
other initiatives planned, including a
mentorship program.

These groups represent concrete ways
employees can experience
Maximus’ commitment to DE&I
principles. While so much of the work
of DE&I is about principles and values,
ERGs represent tangible employee
engagement.
As a member of the Diversity Council
and an ally for all our employees
who will experience greater inclusion
because of the ERGs, I’m really pleased
to see the progress made on the group
launches, to date, and the promise of
more to come.” 

The exciting energy and participation
in the ERGs emphasize the power of
employees’ contribution to
strengthening our company culture,
recruiting, and retention. ERGs are an
important part of our commitment to
offering professional development,
cross-organizational collaboration,
and educational opportunities and
supporting staff in a safe, inclusive,
and empowering environment. Our
new tagline of moving people forward
begins internally, and the ERGs are
propelling Maximus and our employees
forward!”

AANHPI Member:

“I migrated to the U.S. over 20 years
ago and have gone full circle from being
confused on my identity, trying to fit
in and finally realizing that my cultural
heritage and background gives me a
distinct advantage and makes me whole.
Being part of the AANHPI ERG and
representing it as the group’s
Executive Sponsor is a significant
validation of that. Maximus ERGs
are helping ensure employees are
seen as whole for who they are and the
uniqueness they bring to the
workplace.” 

DE&I Ally:

“The creation of Employee Resource
Groups (ERGs) is crucial and beneficial
for companies and their employees.
They help foster a diverse and inclusive
workplace by offering formal and
informal leadership opportunities and
creating visibility for employees, which,
in turn, further enhances the employee
experience.” 
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42 People of Color

Diversity, Equity,
and Inclusion in Action
As part of our ongoing efforts to instill diversity, equity, and
inclusion at every level of the company, we have partnered
with our internal Learning and Organizational Development
colleagues to introduce company-wide unconscious bias
training and assessments. People managers with direct reports
will start an ongoing journey of exploring a variety of DE&I
topics.
Company-wide, Maximus has 20 employees designated as
DE&I coaches who can facilitate listening sessions and focus
groups and provide workshops on DE&I topics.

professional
development
program support

26 women
She-Suite
Summit
participation

These investments in our employees have made a
demonstrable impact:to date, four participants have
received promotions, and we expect to see additional
promotions within the next fiscal year.
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Key Partnerships and Signatories
CEO Action for
Diversity and Inclusion

The Valuable 500

Weave:
The Social Fabric Project

Maximus’ CEO, Bruce Caswell, is one
of the more than 2,200 CEOs who have
pledged to: 

The Valuable 500’s mission is to
use the power of business to drive
lasting change for the 1.3 billion
people around the world living
with a disability.

Weave: The Social Fabric Project
aims to build social trust and address
the root cultural cause behind many of
America’s social problems.

Cultivate environments that
support open dialogue on complex
and often difficult conversations
around diversity, equity, and inclusion.
Implement and expand
unconscious bias education and
training, as well as share best-known
diversity, equity, and inclusion
programs and initiatives, including
those that have been unsuccessful.
Engage boards of directors when
developing and evaluating diversity,
equity, and inclusion strategies.

Supported by strategic partners,
Maximus collaborates and
connects with 500 of the world’s
most influential global businesses
for disability inclusion.
Together with other committed
companies, we are developing a
Transformation Programme that
will drive system change and make
business more inclusive of people with
disabilities.


The Weave project reports to the
president of The Aspen Institute,
which is a global nonprofit organization
committed to realizing a free, just,
and equitable society.
Founded in 1949, the Institute drives
change through dialogue, leadership,
and action to help solve the most
important challenges facing the
United States and the world.
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Supporting DE&I
through Benefits
Maximus works hard to ensure a comprehensive Total Rewards Program that supports our employees’ individual needs throughout
their professional time with us. Our inclusive benefits and wellbeing programs are designed to support our workforce today and
into the future. Highlights of our Total Rewards Program include: 
Coverage for gender dysphoria and related services 
Paid parental leave for employees who are having a child
or placing a new child into their home through adoption
or surrogacy
Health care coverage to assist with adoption or fertility
treatment costs
Equal access to the healthcare benefits provided through
our programs, regardless of where employees and their
covered dependents reside

Employee Assistance Program (EAP)which provides
unlimited visits for individuals needing assistance with
mental health challenges.
Employee Assistance Fund (EAF)which is independently
operated and provides emploees with short-term
assistance for financial hardship and expenses caused
by emergencies or other sudden, severe, overwhelming,
or unexpected events.
Investment for financial security through our retirement
match
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Developing a
Comprehensive
Supplier Diversity
Program
Maximus’ DE&I team, along with internal stakeholders, has started the
process of developing a comprehensive Supplier Diversity (Inclusive
Procurement) strategy.
Maximus has recently chosen a vendor that will assist with capturing our
diverse spending and reporting areas needed for improvement, based
on goals established by a working group of company leaders.
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Conclusion
 his review of Maximus’ diversity, equity, and inclusion activities
T
for 2021 and 2022 gives an overview of our unwavering
commitment to DE&I. We know there is still much work to be
done, but we are so proud and excited about what we have
been able to accomplish together so far.
We remain optimistic about the numerous opportunities we see
for transforming Maximus to make it an even better place to
work and provider of services to our clients and customers. We
look forward to sharing regular updates on our progress.

