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Throughout the past two years, an increasing number of businesses, agencies, and 

organizations have steadily taken notice of the importance of advancing diversity, equity, and 

inclusion (DEI) initiatives. While many companies have committed to implementing and 

improving matters regarding DEI since the summer of 2020, data compiled from a multitude of 

organizations across an array of industries show us that we still have a long way to go. 

 

For instance, in Culture Amp’s 2022 Workplace DEI Reporti, it was found that while over 80% of 

respondents stated their organization was building a culture centered around DEI, and that 

engaging with DEI initiatives has been overall beneficial to their organization, only about one-

third of respondents claim their organization has sufficient resources to support those initiatives. 

 

 
 

In addition to this, the majority of respondents surveyed (60.4%) reported that their organization 

does not have even one internal leadership role committed to assisting the implementation or 

tracking of their DEI initiatives. In comparison, roughly 25% claimed their organization had only 

one role committed to this, while approximately 15% stated their organization had more than 

one role responsible for overseeing DEI initiatives. 

 

https://www.cultureamp.com/workplace-dei-report-2022
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Ultimately, Culture Amp’s 2022 report shows us that, while many leaders have expressed a 

desire to commit to improving DEI within their organization, there is a significant gap between 

the implementation of these initiatives and the data collection, impactful investments, and 

accountability necessary for them to succeed. In order to bridge this gap, organizations and 

their senior leadership teams must remain open and willing to adapt to emerging trends that 

could impact their overall DEI strategy. 

 

Consider, for instance, that today’s workforce encompasses employees from five uniquely-

diverse generations, including (but not limited to) baby boomers, millennials, and Gen Z — the 

latter of which heavily prioritizes a company’s values and commitment to DEI above all other 

preceding generations. According to a 2021 study conducted by LEWISii, two-thirds of Gen Z 

employees, “believe company values are more important than the CEO,” and nearly the same 

amount believe that a company’s senior leadership and/or HR department should spearhead 

DEI initiatives within their organization. 

 

Another factor that has been on the rise since 2020 — both for employees and their employers 

— is an increased emphasis on improving mental health in the workplace. Between the onset of 

a global pandemic, other natural disasters such as wildfires, a rise in hate crimes motivated by 

https://www.prnewswire.com/news-releases/new-global-research-reveals-gen-z-prioritize-company-values-301299442.html
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racial and gender identities, and general political unrest, 2020 was a year that brought more 

than its fair shareiii of economic and social challenges. As a result, a growing number of 

employees have begun searching for more meaningful employment opportunities with 

companies that prioritize the mental health of their workers. In one recent surveyiv from the job-

search platform Indeed, 67% of employees aged 18-29 claimed that an emphasis on improving 

the mental health of workers is “very important” to their employment opportunities. 

 

The future of the workforce — and the future of the workplace, overall — is rooted in DEI. 

Organizations that best position themselves to adapt to shifting trends in DEI will not only 

witness greater rates of employee retention but higher profits and a more favorable perception 

of their company from consumers, as a result.  

 

Below can be found five of the top DEI trends to be aware of as we continue to move through 

2022 and into the future of DEI in the workplace. 

 

1. Greater support of diverse gender identities and expression 

 

Throughout the past several years, society has witnessed a heightened awareness of gender 

identities, as well as the ways these diverse identities are expressed. As such, the organizations 

that place greater emphasis on adopting and implementing inclusive practices that not only 

embrace the LGBTQIA+ community, but the continued evolution of the community’s varied 

identities, will be the ones best poised to most strongly support members of their workforce who 

identify as LGBTQIA+. 

 

Research has shown us that when employees do not feel properly supported, included, or 

appreciated in their workplace, they become more likely to search for employment opportunities 

elsewhere. As an example, look no further than the “Great Resignation” of 2021, which saw tens 

of millions of American workers quit their jobs in lieu of careers that feel less transactional and 

more meaningful. According to a 2021 report published by McKinsey & Companyv, the majority 

of employees surveyed cited a “sense of belonging,” as well as feeling valued by their manager 

and/or organization as some of the most important factors in determining whether or not to stay 

in their current role. 

 

https://hbr.org/2021/10/its-a-new-era-for-mental-health-at-work
https://hbr.org/2021/10/its-a-new-era-for-mental-health-at-work
https://www.indeed.com/career-advice/finding-a-job/kindness-in-the-workplace
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/great-attrition-or-great-attraction-the-choice-is-yours
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The findings of McKinsey’s report tell us that employees who no longer feel welcome or 

supported by their workplace are far more likely to leave their current roles and search for more 

meaningful employment opportunities elsewhere. Those that do not leave, but continue to feel 

unsupported or undervalued, are more likely to experience dips in engagement or productivity 

with their work, which only serves as a further detriment to their companies’ bottom linevi. 

 

In regards to the LGBTQIA+ community, in particular, support in regards to DEI can include 

initiatives such as adopting more inclusive language, such as preferred pronouns or names. 

Additional support may come in the form of extending health benefits to include medical care for 

individuals transitioning genders. 

 

2. Offering support to a multigenerational workforce 

 

For the first time, there are now five generations (i.e., traditionalists, baby boomers, Gen X, 

Millennials, and Gen Z) comprising today’s workforce. With such distinctly diverse 

demographics comprising the contemporary workplace, businesses are having to undergo rapid 

transformations in order to attract and retain talent from each generational segment. 

 

To support this multigenerational workforce, one of the most profound changes facing 

businesses across every industry is the ability to adapt to shifts in technology. Today’s world is 

hyper-digitalized. Technologies such as video conferencing platforms, project management 

tools, and instant messaging software have allowed companies (and their employees) to be 

more connected than at any other time in history. Although these digital technologies have 

streamlined the ways in which organizations communicate — both internally and externally — 

there are still vast differences in the ways in which each generation communicates. 

 

In this context, DEI plays a key role in helping to find fair and equitable ways to support 

employees from each generational group. For instance, employees from the baby boomer 

generation may be less familiar with technologies like job-searching websites such as Indeed or 

Ziprecruiter. Even though they may be the most qualified candidate for a particular job, DEI can 

help organizational leaders implement methods that prevent inadvertently discriminating against 

older employees applying for roles within their company. 

 

A strong DEI strategy can also help offer organizations ways to help dissolve negative 

stereotypesvii one generation may have about another. For instance, whereas older employees 

tend to be more loyal to their employer, and thus, more engaged with their work, they may see 

younger employees as more entitled. On the other hand, younger generations of workers may 

perceive their older colleagues as inflexible and unwilling to change. 

 

Regardless of the employee’s age, every employee shares common interests. All want to feel 

valued and supported by their organization, engaged with their work, and that they receive 

honest feedback from their employers on their performance. Organizations looking to improve 

https://www.forbes.com/sites/karlynborysenko/2019/05/02/how-much-are-your-disengaged-employees-costing-you/?sh=4487d5de3437
https://www.aihr.com/blog/multigenerational-workforce/
https://www.aihr.com/blog/multigenerational-workforce/
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their DEI initiatives must be able and willing to accommodate employees who possess a variety 

of communication styles and work needs, as well as combat generational bias by creating a 

more inclusive workplace environment. 

 

3. Discussing and finding ways to improve employees’ mental 

health 

 

Since the onset of the COVID-19 pandemic in 2020, conversations surrounding employees’ 

mental health have become far more common. During this time, many businesses were forced 

to close their doors and help their employees shift to remote work environments. Others, still, 

were not so fortunate; between local communities going into lockdown, stay-at-home mandates, 

and economic downswings, millions of businesses were left with little option but to let go of their 

employees.  

 

Almost every facet of daily life, including employment status, food security, finances, healthcare, 

and general wellbeing all play a crucial role in our mental health. Now, with a majority of today’s 

workforce having endured challenge after challenge over the past several years, employees are 

looking to their employers for additional support in improving their mental health — both inside 

and outside of the workplace. 

 

 
Source: https://www.raconteur.net/infographics/mental-health-in-the-workplace/ 

 

https://www.raconteur.net/infographics/mental-health-in-the-workplace/
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In years or decades past, a lack of understanding (and/or empathy) surrounding mental health 

issues has often led employers to think or say, “get over it.” This stance, however, has never 

been a productive one.  

 

Finding and implementing ways to support employees expressing mental health concerns is a 

core component of improving DEIviii within the organization, especially regarding the mental 

health of their female and minority employees. In a 2020 Forbes articleix written by Garin 

Staglin, co-founder and Chairman of One Mind at Workx, he states: “Employees from diverse 

backgrounds can face lack of representation, microaggressions, unconscious bias, and other 

stressors that impact their mental health and psychological safety at work.” 

 

While improving the mental health of employees in the context of DEI is a challenge virtually 

every organization today faces, it is one that plenty of othersxi have already accomplished to 

some extent. Successfully implementing DEI initiatives that prioritize the mental health of 

employees can help leaders and companies better understand that mental health affects 

everyone differentlyxii and is not a one-size-fits-all approach. Through utilizing DEI training to 

learn how factors like one’s ethnicity, age, gender identity, socioeconomic backgroundxiii, and 

more are interconnected with mental health, a greater number of organizations will be able to 

support and improve the mental health of their employees. 

 

4. Increasing awareness of unconscious bias 

 

Regardless of the DEI initiatives an organization or business wishes to implement, the first 

component of any successful DEI strategy revolves around the awareness and elimination of 

unconscious bias. Those of us in the consulting industry use the term “unconscious” bias rather 

than “conscious” bias because perpetrators of racial, gender, or other biases are oftentimes not 

even fully aware that they are acting in a discriminatory fashion towards another.  

 

This behavior is what many commonly refer to as a “microaggression.” According to the 

Merriam-Webster dictionaryxiv, a microaggression is defined as, “a comment or action that subtly 

and often unconsciously or unintentionally expresses a prejudiced attitude toward a member of 

a marginalized group” such as women, LGBTQIA+, or racial minorities. 

 

Addressing unconscious bias is foundational to the success of DEI. Without organizations, their 

leaders, employees, and other stakeholders learning what these behaviors are and how to 

identify them, any positive changes made towards a DEI-centric goal will be impeded. 

Increasing the awareness of unconscious biases through DEI training is especially crucial 

considering that women, racial minorities, and members of the LGBTQIA+ community have 

routinely cited more frequent experiences of microaggressions and unconscious bias towards 

them in the workplace than their male, white, and/or non-queer peers. 

 

https://www.benefitspro.com/2021/01/05/mental-health-benefits-a-key-component-of-dei/?slreturn=20220515134720
https://www.forbes.com/sites/onemind/2020/07/14/the-essential-role-of-mental-health-for-a-diverse-inclusive-workplace/?sh=ede3364ac4db
https://onemindatwork.org/
https://everfi.com/blog/community-engagement/advocating-for-mental-health/
https://uprisehealth.com/resources/dei-and-mental-health/
https://uprisehealth.com/resources/dei-and-mental-health/
https://www.aon.com/unitedkingdom/employee-benefits/resources/articles/the-role-of-dei-in-mental-wellbeing-in-workplace.jsp
https://www.merriam-webster.com/dictionary/microaggression
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According to one 2020 survey conducted by McKinsey & Companyxv, 66% of women, 59% of 

racial minorities, and 49% of LGBTQIA+ respondents cited not receiving credit for their own 

ideas in the workplace. Furthermore, over half of all LGBTQIA+ respondents have cited 

examples of being asked to speak on behalf of their entire community, as well as needing to 

correct the assumptions of their peers regarding their personal lives. 

 

 
 

The core solution to addressing and solving the issue of unconscious bias and 

microaggressions in the workplace is an all-encompassing approach to DEI training and 

implementation throughout the organization and its structure. McKinsey’s 2020 survey goes on 

to state that when employees see more diverse leaders within their organization, as well as 

leaders who “...focus on inclusivity through acts such as building team cohesion,” they are 

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/understanding-organizational-barriers-to-a-more-inclusive-workplace
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almost twice as likely to feel included — and thus, more engaged and productive — in their 

work. 

 

Enacting methods to generate more diverse and equitable internal leadership, however, is not a 

sufficient be-all-end-all approach to strengthening DEI. As with any organizational training or 

initiatives that seek to foster a more inclusive company culture, organizations must enact the 

assistance of an accredited DEI professional to bring about the changes they wish to make. 

 

5. Enlist the help of a DEI professional or team to help instigate 

organizational change 

 

There is a common misconception regarding DEI that simply by hiring more employees from 

diverse backgrounds or cultures, a particular company will become more equitable and inclusive 

as a result. However, as the self-proclaimed “people experience platform” BetterUp claimsxvi, 

there is a stark difference between making a “diversity hire” and “diversity hiring,” the latter of 

which it says is, “...the development and implementation of a strategy that corrects for bias while 

attracting, and retaining, qualified candidates.” 

 

For organizations and their leadership teams to best understand what DEI initiatives are best 

and/or most needed for their overall strategy, enlisting the help of a certified DEI professional — 

or even a professional DEI team — can help in generating actionable goals and tracking 

metrics. Once this step is accomplished, they can then help all members of the organization 

remain on track throughout the process of creating a culture truly centered around DEI. 

 

 
Source: https://www.aihr.com/blog/diversity-equity-inclusion-belonging-deib/ 

https://www.betterup.com/blog/diversity-hiring
https://www.aihr.com/blog/diversity-equity-inclusion-belonging-deib/
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Hiring professionals who are solely focused on matters of DEI can help all stakeholders of an 

organization prepare for (and implement) the positive changes they wish to see. As detailed by 

People Analytics platform ChartHop, there are four primary reasons why companies looking to 

improve their DEI strategy not only need a dedicated DEI professional, but a dedicated DEI 

teamxvii to assist in the process: 

 

1. They bring the proper experience to spearhead DEI initiatives. 

2. They help to position DEI as a priority across all levels of the organization. 

3. They are able to outline the action necessary to accomplish DEI-related goals. 

4. They help prevent minority groups in the workplace from doing “invisible labor.” 

 

Nevertheless, as is the case with each trend outlined above, simply making the move to hire a 

DEI professional or DEI-dedicated team is not enough; these professionals and teams must 

also have the financial resources, company data, and executive sponsorship to be most 

effective in their role. Furthermore, organizations should designate at least one member of their 

senior leadership team to act as a liaison to the DEI professional or dedicated team regarding 

all internal DEI initiatives. As the enlisted professional or team recommend and helps implement 

actions that contribute to creating a more fair, diverse, and inclusive workplace, doing so will 

help all parties remain accountable to one another and transparent in their goals and 

expectations. 

 

Conclusion 

 

In order for any DEI strategy to ultimately succeed and leave a lasting, positive impact on an 

organization, leaders must be able to combine their vision with actionable metrics and the best 

processes and practices available to create a proactive, sustainable DEI-centric culture. To 

accomplish this, they must first establish their DEI priorities based on the current state of their 

organization. Collecting present and past data on employees and customers will offer insight as 

to what those priorities may or not be, as well as how realistic or not they are. 

 

Next, they must collaborate with stakeholders in constructing a detailed process — including 

financial resources, responsible parties, and action items — that will outline how to reach goals 

related to DEI improvement. Lastly, leaders must be able to create expectations insofar as the 

results of this process and work with a dedicated DEI professional or team to plan for 

sustainable and continuous long-term success. 

 

As leaders, we are constantly looked to for guidance. Others rely on the authenticity of our 

words and actions to establish and accomplish goals that will have a lasting impact on 

improving DEI. By remaining on the lookout for shifts in the trends mentioned here and others 

related to DEI, we can all work together to help bridge the gap between today’s workplace and a 

more diverse, equitable, and inclusive one. 

https://www.charthop.com/resources/blog/dei/dedicated-dei-team/
https://www.charthop.com/resources/blog/dei/dedicated-dei-team/
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