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KEEPING THE MOMETUM  

In the corporate sector, there have been waves of interest in DE&I work over 
the past several decades powered by a steady drumbeat of leaders, activists, 
and change-agents who have helped this work evolve from compliance to 
proactive business practices. Several credible third-party research studies, such 
as McKinsey’s "Delivery Through Diversity" and FSG/Policy Link’s "The 
Competitive Advantage for Racial Equity," have provided a foundation and 
roadmap for companies to build social, civic, and business cases toward 
implementing DE&I strategies.  

 

These highlighted studies are just a few among an array of research citing how companies are performing better financially 
and creating real innovation by adopting strategies that build more diverse workforces, create cultures of inclusion, and 
advance equity in the workplace. The business claim that authentic DE&I work leads to competitive advantage is not a new 
concept. R. Roosevelt Thomas, Jr., author of Beyond Race and Gender, was among the early thought leaders on this topic 
in the 80’s.  

 

BUILDING THE CASE IS EASY, KEEPING THE MOMENTUM IS HARDER 
Demand for DE&I corporate leaders has grown over the last several years. Across all industries, companies have been 
establishing councils, task forces, squads, and part- and full-time positions around the work. Historically, companies have 
organized their DE&I departments as “initiatives” in HR without embedding the work into their core business strategies. 
Though integral to HR policies and practices, failure to integrate and align DE&I within all parts of the business has allowed 
it to be more easily deprioritized. This approach has often led to fits and stops, causing companies to rally to retrofit and 
back into DE&I strategies without defining why the work is critical to the business. In past economic cycles of turbulence, 
DE&I spending, practices, and policies were often casualties of operating budget cuts and viewed as non-essential 
initiatives. 
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As the corporate world navigated the early stages of the COVID-19 pandemic, which has caused an unprecedented 
economic recession, DE&I leaders wondered how global corporations would keep the momentum of successful DE&I 
practices moving forward. Would DE&I initiatives suffer the same fate as in years past and slide down the corporate priority 
list? 

 When we posed this question in mid-April, the world was in a very different place, as companies were solely focused on 
triage and survival mode. CEOs, HR professionals, and DE&I leaders were operating with an "all hands-on deck" mentality 
to make sure the structures of their organizations were prepared to weather the storm as we transitioned into a new way 
of work.  

 

NOT JUST A MOMENT, BUT A MOVEMENT  
Prior to publication of this DE&I Pandemic Resource guide, the compounding events and deaths of Ahmaud Arbery in 
February, Breonna Taylor in March, and George Floyd in May sparked a new multi-layered racial pandemic within the 
COVID-19 crisis. As we seek answers in this moment and respond to the Black Lives Matter movement, the question is no 
longer how corporations will continue to build momentum for DE&I practices in the age of COVID-19. The more important 
questions of the day are: “How will the corporate sector respond to systemic racism in both business and society? How will 
we make real commitments to address inequities? How do we approach anti-racism in a way that will be sustainable?” 

Whether responding to racism or taking on the many inequities that weigh down our organizations, communities, and 
greater society, structural, systemic, and collaborative approaches are necessary. Here are thoughts on foundational efforts 
for change: 

  

• DEFINE YOUR WHY  
• ASSESS YOUR POSITION  
• INVEST  
• BE GLOBAL-FIRST AND GLOCAL ALWAYS 

 

DEFINING YOUR WHY    
One of the most important steps to starting and sustaining DE&I work at the corporate level is the self-reflection work that 
defines the WHY – Why is DE&I important to our workforce, our consumers, and our industry/corporate ecosystem? More 
specifically, what will move us from performative actions to sustainable change is identifying the WHY at multiple levels. 
Simon Sinek’s “Start with WHY” is a fantastic tool for leaders and individuals doing the self-discovery work to define their 
WHY.  
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Defining the WHY behind making real commitments to address inequities at 
the society level, the enterprise level, and the individual level is crucial to 
making the work stick. This exercise is even more important in the context of 
today’s environment, as companies are seeing how many parts of their 
businesses have been unattended to or silent on DE&I issues. As companies 
become aware of the gaps and inequities in their practices, there is a natural 
tendency to be reactive and push to accelerate change without defining the 
WHY. Expending energy to react to a moment in time, without a clearly 
defined WHY, will always be more draining for DE&I leaders and departments 
in the long run. A more sustainable approach is one that is proactive and 
driven by a well-defined WHY that allows teams and leaders to direct energy 
and efforts in a more targeted fashion.  

 

ASSESS YOUR POSITION ALONG THE “DIVERSITY, 
BELONGING, INCLUSION & EQUITY (DBI&E) 
SPECTRUM” 
For those companies who are just starting out on their journey to develop and 
implement DE&I strategies within their organizations, a critical first step is to 
assess and understand where they currently sit along the “Diversity, 
Belonging, Inclusion & Equity (DBI&E) Spectrum” (Source: Disruptive Equity 
Education Project). According to Dr. Darnisa Amante-Jackson, co-founder of 
DEEP, the road to implementing sustainable DE&I strategies within a 
corporate setting takes dedicated time and effort that begins with first 
understanding the various phases along the “DBI&E Spectrum”. Recognizing 
that “Diversity [read representation] is not the goal, but just the first step” 
along the DBI&E spectrum is critical to building and sustaining momentum on 
the road to true organizational transformation. 

  

• Executing basic DIVERSITY work is the work of creating a culture of 
appreciation and equality – by measuring the diverse representation 
within your organization, celebrating culture differences and 
acknowledging that all cultural experiences should be appreciated 
equally. 

• BELONGING is the bridge between Diversity and Inclusion where 
companies create an ongoing culture where all people feel welcome 
across differences and authentic relationships are built through 
conversations, environment, and written words. 

• INCLUSION work is achieved when diverse populations are not just 
appreciated, but directly involved in the decision-making of systems, 
policies, and procedures within your organization.  

• Achieving true EQUITY within an organization requires changing 
structures of power and privilege so that disparities among those 
historically under-represented groups are eliminated. 
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(Source: DEEP - Disruptive Equity Education Project) 

INVEST TIME, MONEY, AND DEDICATED RESOURCES TO CO-DESIGN DE&I 
SYSTEMS AND STRUCTURES 
Successful DE&I strategies require an investment of time, money, and dedicated resources to drive the work in concert 
with leaders, champions, employees, consumers, business partners, and industry peers. Make it more than a project. Apply 
the same rigor, discipline, and accountability measures that would be expected of any business imperative. Consider where 
the work sits to maximize visibility, prioritization, sponsorship, and overall strategic effectiveness. Though you may have 
passionate takers, employ internal or external SMEs who can help guide the organization and support the learning curve 
for those who are new to DE&I. Invest in systems and structures. As we navigate the months and years ahead, companies 
who put real weight behind DE&I leadership and infrastructure will be at a competitive advantage to drive real innovation.  

 

BE GLOBAL-FIRST AND GLOCAL ALWAYS 
As organizations address why and how they are entering into this work, it is critical to pull together perspectives that 
consider the global and “glocal” dynamics of DE&I work and how it impacts a broad range of constituents from employees 
and consumers to business partners and industry peers. Drop the silos. If we delineate by geocultural boundaries or 
departments (e.g., just a U.S. American issue, just an HR initiative), it limits the conversation. The future state of DE&I is 
reliant on shared experiences, allyship, and community across geocultural contexts. A global-first and “glocal” always 
approach will seek more robust (and accurate) business cases for DE&I. 

 

THE SPRINT WITHIN THE MARATHON 
Are you tired yet? Fatigue is real. Exhaustion is real. Those of us who have dedicated our careers and lives to DE&I know 
that how and when you expend energy is paramount. If you are unfamiliar, dig a little and you’ll find that even in corporate 
spaces, DE&I has been in play since the 1960s. As we navigate the current state of affairs, it is important to recognize that 
the sprint to implementing DE&I practices overnight is not sustainable for the long-term. It will exhaust you. It will exhaust 
your DE&I leaders and champions. Organizational development and cultural change does not move at hyper-speed. Think 
in terms of a marathon. Or many marathons, without a finish line.  

We are in an inspired moment. Conserve DE&I energy for the journey ahead, so that this inspired moment becomes a 
sustained movement.
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CONCLUSION 

Much research has been done to demonstrate that when done well, diversity and 
inclusion in the workplace can lead to increased revenue, reduced costs, greater 
innovation, and increased employee engagement, productivity, and commitment. 
Notably, for companies to most effectively serve the market, their workforce needs 
to look and think like their customer base.33 

We are facing very difficult times, and it is proven that the impact of the COVID-19 
pandemic is having disproportionate impact on marginalized communities. But while 
the pandemic will be highly disruptive, recognize that positive results can happen 
through actions you take now. Acknowledging at-risk and under-represented groups 
in workplace policies will prove a major step towards greater inclusion for all.  

We recognize there is fear of making a mistake. If you are an open-minded leader 
coming to the discussion, mistakes can be made while steps are taken for the greater 
good. Vulnerability can be sincere and shown in good faith. Character matters and 
being authentic and honest during this time of unrest is paramount. The issue occurs 
when decisions are made with close-mindedness and a lack of integrity. 

It is our hope that companies will adopt measures that, in the long term, can have 
positive effects for multicultural professionals. Take advantage of this time when work 
is dramatically affected and attending major group events is on hold. Recognize the 
fear, anxiety, and stresses of being excluded, and lead by taking authentic steps 
towards inclusive change. Establish a culture of belonging. 

The recommendations within this Pandemic Resource Guide are meant to promote 
awareness of intersectionality, better acknowledge systemic challenges that exist, and 
ground the differences among us. Suffice it to say there is an opportunity for us to do 
more than just what we've done in the past and to be very specific, strategic, and 
intentional about driving the outcomes we must see for a better and more inclusive 
future.  To become an industry leader, create an inclusive workplace culture where 
everyone has an equal opportunity to contribute and succeed. 

Join us. Contact PRG@THEPARTNERSHIPINC.ORG and commit to creating 
systemic change within your organization as recommended in this guide.  In 2021, The 
Partnership will issue a follow-up report highlighting leadership solutions adopted by 
companies and those solutions positive impact. We look forward to celebrating your 
story in fostering systemic and equitable change 

Engage with confidence, clarity, and hope through the recommended actions within 
this guide. Together, let us be prepared to face the challenges of tomorrow by taking 
care of all our people today. 

 

 

 
33 https://www.catalyst.org/research/business-case-resources/ 
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