
THE FUTURE STARTS NOW: 
Diversity, Equity and Inclusion in 
2022 and beyond

Since 2020, the acronym “DE&I” (short for diversity, equity & 

inclusion) has gone from being deemed an optional business 

“nice-to-have” that was gaining “popularity,” to a top-of-mind 

talking point during company board meetings, highlighted in 

annual reports and even trickling down to a brand’s social media 

presence. According to an analysis performed by Harvard 

Business Review (HBR), “the frequency with which CEOs talk 

about issues of equity, fairness and inclusion…has increased by 

658 percent since 2018.”

Now, a full 18 months (and counting) since corporate America 

was shaken to its core and the “social reckoning” had its genesis, 

companies and consumers continue to try and “do better.” From 

28 million ill-fated black squares posted on social media, that 

many deemed “performative,” to the creation of entirely new roles 

to spearhead diversity initiatives internally, companies continue to 

strive for how best to address equality, equity, and being places 

of belonging and inclusion. 

How much has changed since 2020 and what, if anything, have 

we learned? How will corporate DE&I efforts evolve further in 

2022 and beyond? How can a company, whether big or small, 

take the necessary steps to enact non-performative and lasting 

change?

Here are a few ways forward:
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https://hbr.org/2022/01/11-trends-that-will-shape-work-in-2022-and-beyond


BEGIN (AGAIN) INTERNALLY

Whether a company started in 2020 with a plan to lead DE&I

efforts but stopped (for whatever reason) or the company hasn’t

taken the plunge yet, it’s time to just begin.

To start, it’s wise to get a baseline of where the company is with

regards to its employees own personal viewpoints and opinions.

Since many organizations are still in the beginning stages of their

DE&I efforts, employees might not yet feel comfortable openly

disclosing how they’re feeling. To create a space for open and

honest dialogue, leadership should gather feedback, which can be

gained in many different ways. Conducting an internal survey that

includes DE&I questions is a good way to initiate the dialogue since

the results are anonymous and should encourage employees to be

their most honest. Once this step is taken, it’s much easier to then

get a face-to-face conversation going. One-on-one meetings, focus

groups, AMAs, or internal town hall meetings can all be utilized to

gather insightful and informative feedback which then can be used

to develop an actionable plan for the year.

To help with these efforts, some companies of all sizes (Double Forte

being one of them) have created internal task forces or cross-

functional teams to lead the charge in DE&I action items. Carving

out time each week to meet internally and assign responsibilities to

get initiatives within the company going will give the work a level of

importance that it needs. Since enacting the Double Forte Diversity

Taskforce, the company has seen great results. Not only have we

been able to hire more diverse individuals, which involved

understanding how our job postings were perceived and rewriting

them, along with re-thinking qualifications and experiences needed,

we’ve also provided training to over 2,000 women to become

recognized business experts, and provided robust pro-bono PR

support to TablePop, a Black female-owned business. However,

there is still more progress to be made.
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https://tablepop.co/


T H E  F U T U R E  
S T A R T S  N O W

NOT A CHECKBOX,
BUT A PROMISE

According to an August 2021 State of DE&I Report conducted by talent

acquisition company Lever, DE&I is a top-five priority for employers and

in the last 12 months alone, employers have taken a multitude of

different steps, both big and small, to make substantial changes to

advance diversity in their workplace. From implementing online

platforms to evaluate applications on a wide scale, posting job

openings on untraditional websites (making sure they’re worded to

eliminate bias) and proactively sourcing candidates from varied

backgrounds, many companies are trying to be better. Within 2021

alone, Double Forte’s Diversity Taskforce was able to enact a majority

of these measures to achieve diversity in recruiting and employment at

the company, but we recognize that there is still work to be done.

Employers must first accept that DE&I is more than just checking off a

box – it’s a promise and a commitment to the work. An ongoing and

ever-changing process that will take the efforts of every employee at the

company and touches every aspect of the organization – from

leadership, HR, directors, managers, mid-level associates and junior

staff.

To see long-term success in a company’s DE&I efforts, employers will

have to do more than just hire the right people. It’s true, many

organizations have “checked the box” in making sure the necessary

steps have been taken to guarantee all their employees have equal

access and opportunity, but there is still room for improvement. One

key way is to first look at how DE&I can be integrated into a company’s

culture and existing programs, processes and policies, instead of

creating a bunch of new (specific) DE&I ones. An organization's

compensation, hiring practices, perks, accommodations, and benefits

need to be centered in inclusivity. The pandemic brought an onslaught

of challenges for employers, but once a company realizes that each

employee has their own unique needs, a pathway to equity can be

reached for all.

https://www.lever.co/recruiting-resources/research/dei-report-2021/


UP NEXT
To many, 2021 will be remembered as the year of the Great Resignation and it

might have been the direct result of a company’s DE&I efforts, or lack thereof.

According to recent study, 24 percent of employees believed their company

hadn’t introduced any new measures to improve DE&I at the workplace.

However, with 2022 upon us, we’re already beginning to see these trends

sprout as companies are desperate to retain and attract top talent.

AI WILL CONTINUE 
TO BE THE FUTURE

As technology advances, companies are doubling down on finding ways to

implement AI that will eliminate time-consuming tasks and help with weeding

out biases in the hiring process. AI can automate a multitude of different

workflows and tasks which will allow managers to focus on building

personal relationships with their employees and allow recruiters, HR staff and

hiring managers to tap into the more interpersonal aspects of the hiring

process. According to research conducted by HBR, “up to 65 percent of the

tasks that a manager currently does has the potential to be automated by

2025.”

DIVERSITY AND 
INCLUSIVITY AT THE TOP

Diversity among a company’s employees shouldn’t just be found among its

junior staff or frontline workers. Instead, diversity and inclusivity should

permeate through the entire organization – from leadership, managers,

directors down to entry-level positions. For one, employees are more inclined

to see DE&I as a core value of an organization if they’re able to see those

same practices reflected in leadership and senior levels. In fact, according to

Forbes Coaches Council, “key benefits that a more diverse leadership team

can bring to the table” included “a higher chance of seeing positive change,

the ability to attract and retain top talent and being able to create a sense of

trust and psychological safety for employees.”
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https://www.fastcompany.com/90686506/how-to-help-employees-feel-more-secure-voicing-dei-concerns
https://hbr.org/2022/01/11-trends-that-will-shape-work-in-2022-and-beyond
https://www.forbes.com/sites/forbescoachescouncil/2021/06/24/14-important-benefits-of-a-more-diverse-leadership-team/?sh=5cb628e41f9b
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THE EVOLUTION OF JOB 
DESCRIPTIONS AND 

REQUIREMENTS
Many job descriptions and the requirements listed do the opposite of

what they’re intended for. Instead of attracting talent, the descriptions

and requirements listed tend to gatekeep, discouraging diverse

candidates from even applying. This includes the “overemphasis on

“hard skills” without factoring or even disregarding relevant “soft skills,”

according to Diversity Inc. Best Practices. In 2022, employers will work

to expand the job requirements and the language around it, honing in

on a candidate’s potential and how well they’re able to fit into the

organization rather than being able to finish tasks. By implementing this

approach, employers open their positions up and cast a wider net to

diverse candidates, enabling individuals to apply who might have

different education and levels of experience.

NO ENDGAME TO DE&I
For a very long time, DE&I took a backseat to other “business

imperatives.” Unfortunately, it took a “social reckoning ”and global

pandemic for big business to wake up and see how important DE&I

initiatives are for a company’s success, growth and future. While there

has been some progress made, there is still work that needs to be done

and that work has no end. We acknowledge that every business is

different, which means the execution of DE&I programs will depend on

each organization’s budgets, resources available, planning, time,

management and leadership teams to get it done. However, the

statistics and facts are impossible to deny and no matter how big or

small an organization is, diversity, equity and inclusion must be a core

value of any business that wishes to be successful. It’s the future and the

future starts now.

https://www.diversityincbestpractices.com/diversity-trends-to-look-out-for-in-2022/
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