
I
n the wake of the mur-
ders of Ahmaud Arbery, 
Breonna Taylor and 
George Floyd, a call for 

change and end to racism 
and inequality swept local 
and global communities. 
In response, many compa-
nies and business leaders 
issued public statements 
of solidarity and commit-
ment to the fight against 
racism. While reaffirming a 
company’s pledge to social 
justice is important, moving 
beyond messaging to ac-
tion is essential for change. 

The following are best 
practices and recommen-
dations to assist businesses 
in their commitment to 
diversity, inclusion and 
operating in a non-discrimi-
natory manner.

1. Set organizational 
goals—and meet them. 
Setting tangible goals 
related to your hiring 
practices, leadership, 
trainings and even your 
community spend can 
move the needle forward 
in diversity and inclusion 
efforts. Conduct diversity 

audits across your leader-
ship suite, departments 
and vendors to identify 
areas of improvement in 
hiring practices and pro-
motions. Review which 
community organizations 
your company partners 
with and determine if 
funds should be redistrib-
uted to organizations that 
align with your diversity 
and inclusion goals. Re-
member to consult with 
counsel when making de-
cisions related to impact 
investing and large-scale 
charitable contributions.

2. Create a culture of open 
dialogue and continuous 
learning. Educate your 
workforce on diversity and 
allow for discussion by im-
plementing and supporting 
internal and external affin-
ity groups. Celebrating hol-
idays such as Juneteenth, 
National Hispanic Heritage 
Month and LGBTQ Pride 
Month will demonstrate 
to employees and clients 
your commitment to inclu-
sion. Make development 
resources and applicable 
funding readily available 
to your affinity groups and 
employees so that your 
organizational diversity and 
inclusion goals are continu-
ously at the forefront of 
your workplace culture. 

3. Invest in training. Train-
ing employees on diversity, 
inclusion, discrimination 
and harassment is not only 
required by many states, it 
can also protect employers 
from various harassment 
allegations. The primary 
goals of all trainings should 
be to reduce the number 
of workplace incidents, 
empower employees 
with knowledge on how 
to recognize and report 
discrimination and harass-
ment, and demonstrate the 
employer’s commitment 
to diversity and inclusion 
and the elimination of 
discrimination and harass-
ment at work. Be sure that 

employees understand that 
prohibited behavior also 
extends to their respective 
social media. 

4. Assess and update hu-
man resources protocols. 
Your employee handbook 
is an important tool to de-
fine acceptable workplace 
behavior. Update your 
handbook to include a sec-
tion specifically dedicated 
to the employer’s com-
mitment to diversity and 
inclusion. Make sure your 
company’s Equal Employ-
ment Opportunity section 
and discrimination, harass-
ment and retaliation poli-
cies are current and include 
a process for filing internal 
complaints.

Train hiring manag-
ers and human resources 
professionals on recog-
nizing implicit bias and 
what hiring, interviewing, 
evaluation and promo-
tion practices can lead 
to discrimination, such as 
asking questions related to 
race/ethnicity, age, sexual 
orientation, disability or 
religion. Establish a proto-
col for asking the same in-
terview questions for each 
candidate to help prevent 
implicit bias. Additionally, 
confirm that your human 
resources employees have 
access to an attorney who 
is well-versed in employ-
ment discrimination law 
for complex questions and 
legal needs that arise. 

Implementing protocols 
such as the above can help 
reduce the risk of discrimi-
nation, harassment and 
implicit bias while also fos-
tering purposeful change 
in the workplace. While 
messaging is an important 
component in demonstrat-
ing your company’s com-
mitment to social justice, 
assessing and implement-
ing diversity and inclusion 
best practices will chan-
nel these statements into 
meaningful action. 
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