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The changing demographics of markets, customers, and ideas drive
the need for diverse talent. The emerging workforce in the United
States and around the world will be made up of people from multi-
racial and multi-ethnic backgrounds. What will be driving the future
workforce towards companies will be workplace inclusion and
equity - working in a place where all employees feel seen, heard,
and valued.
 
Employee engagement and employee belonging/well-being are key
metrics and priorities for companies heading towards the forefront.
Research shows that unfairness or mistreatment in the workplace, in
other words, the lack of belonging and community in the workplace,
is the most frequently cited reason that people are leaving their
employer, particularly millennials /1. The lack of connection is
driving employee turnover and costing  companies of all industries
billions of dollars a year /2. It is essential for leading and emerging
companies to embrace the next generation of the workforce because
this emerging talent will soon become leading influencers in the
marketplace. At Forefront, we have leveraged the best scientifically
supported techniques into the Forefront Cultures™ framework. With
this framework, companies can become and remain, employers of
choice - driving industry innovation and profitability while bringing
diversity, equity, and inclusion into the forefront of workplace
culture.
 
What are Forefront Cultures™? 
 
Nearly one quarter of underrepresented men and women of color
experienced stereotyping in the working environment - twice the
rate of White and Asian men and women /3. 
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MA PMFL insurance products
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contributions
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WHAT DO EMPLOYERS NEED TO KNOW AS WE MOVE BEYOND THE
DISCUSSION OF HOW DIVERSE OUR ORGANIZATION IS TODAY?

BEYOND
DIVERSITY
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According to BoardSource’s Leading with Intent 2017 National Index of
Nonprofits, people of color comprise only 10% of CEOs, 10% of board
chairs, and 16% of board members, compared to making up 40% of the
working population /4. These gaps are even more significant when
looking at 16 different Fortune 500 companies where 80% of high ranking
officials are men, and 72% are white /5. While experiences differ
dramatically across groups, almost one-third of underrepresented
women of color were passed over for a promotion - more than any other
group /6.
 
Forefront Cultures™ is the foundational work which creates the
conditions that help employees and their leaders adopt agile mindsets
and promote inclusive actions within individuals to enable culture change
in the working environment. While there is no one size fits all framework
for leadership development, we believe that every leader should develop
the following three core 21st-century skills to adapt to the future of work
and this ultra-diverse emerging workforce: Resilience, inclusive leadership,
and humility. These three core pillars are at the foundation of Forefront
Cultures™, an adaptive and transformative framework which impacts
behaviors and mindsets as well as company strategy and policies.
 
Resilience
 
Resilience should be viewed as the individual’s reflection, a window into
the state of mind of the employee. Chronic levels of workplace stress
attributed to cultural and racial inequity, leads to reduced productivity
through absenteeism, errors, and low morale which inhibits a person’s
agency /7. Agency is the capacity of a person to act in a given
environment. Agency is what allows employees to thrive in the work
environment. It manifests as the confidence and the grit to celebrate
one’s authentic identity and advocate for one’s needs. Resilience is built
on attitudes, behaviors, and support systems which can be adopted and
cultivated by any one – team member or team leader /8. What employers
may not realize is how much a work environment can influence the
physical and mental wellbeing of their employees. That is why 41% of
companies are already adopting a wellness program /9.
 
 

Resilience in a workplace context means to be able to
withstand, grow and adapt while weathering societal and
professional stressors. Promoting optimism and a sense
of safety are two important factors in fostering personal
resilience among employees which can be difficult in
these current times of increasing complexity and 
 globalization demands faced by businesses. One distinct
way of achieving this is through exercising compassion –
both self-compassion and compassion for others.
Cultivating compassion increases positive emotions,
creates positive work relationships, and increases
cooperation and collaboration /10.
 
Constantly being “hyperconnected and responsive to
work anytime, anywhere” can be extremely draining but
promoting a culture where employees are better able to
navigate their identity in the workplace can provide an
internal center for them to focus on, leading to higher job
satisfaction and employee retention /11.
 
One’s ability to be themselves at work and feeling
included at the proverbial table includes the ability to ask
and find appropriate mentorship and sponsorship at
work. This enables the employee to envision a future at
their company. Individual resilience helps to bolster and
build organizational resilience which makes it easier to
withstand the highs and lows of a company’s growth.
While developing resilience, leaders must also focus on
practicing inclusive leadership. 
 

Inclusive Leadership
 
The increasing diversity of markets, customers, ideas,
and talent is driving the need for inclusion as a new
leadership capability. Every company needs leaders who
can embrace humanity and understand the power in
leveraging differences among their employees to foster
creativity and innovation. Different ideas and
experiences enable growth and not everyone sees the
world through the same cultural frame /12. Inclusive
leadership does not mean simply hiring employees from
different backgrounds, this also means promoting and
enabling an inclusive environment where employees can
feel supported in expressing their ideas and concerns,
especially when it comes to intersectional diversity in the
workplace. We know that an inclusive environment leads
to higher employee engagement. Among 16
organizations, a recent study showed that improving
employee engagement by just 1 point on a 6 point scale
can trigger a 66% reduction in voluntary turnover /13.
Inclusive leaders must be able to treat people and groups
fairly – based on their unique characteristics and move
beyond perception and biases. Twelve of 2017’s Fortune 
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500 companies appeared on 2016’s 50 Best Workplace for
Diversity list, based on surveys from 450,000 employees, 12 of the
2017’s Fortune 500 appeared on 2016’s 50 Best Workplaces for
Diversity list. Over a three year period, these companies found 2.3
times the cash flow per employee compared to their
counterparts /14.
 
Inclusive leadership reduces the risk of being blindsided by
leveraging for smarter ideation and decision making since
different people view problems from behind different lenses.
Having empathetic leaders who are not afraid to broach and
navigate topics about race, culture, and identity help promote
employee satisfaction in the company culture and help mitigate
turnover. Building open dialogue relationships between team
members and leaders takes dedication and commitment, as it
can be draining. However, acknowledging the impact of power
differentials within organizations is crucial, and that is why
leaders must also learn and teach humility.
 

Humility
 
The third pillar, humility, is arguably the cornerstone. No
employee can act upon their agency, and no leader can promote
inclusivity without acknowledgment that action is required; the
emphasis lies in the ability to be humble, to continuously learn
and grow, and to be open to new ideas /15.
 
Company cultures can evolve to value everyone’s contribution.
Changing the narrative is possible through the work of humble
leaders. A company’s dominant culture is heavily influenced by
the standards held by the leaders and management and
preferences of those at the top. In a culture marked by humility,
managers will convey confidence and enable innovation as they
seek and accept input from others.
 
 

According to Rex Miller, senior partner at TAG Consulting,
attracting and retaining talent still tops the priorities for
corporate leaders, and when leaders lack humility, the
gap which insulates them from the impact of their
decisions widens and disconnected employees will start
looking for other jobs. A recent example of this is Netflix’s
CEO acknowledging the faults in his company’s hiring
process. The company has since regrouped and
recovered to top its all-time-high earnings.
 

Outcomes
 
With these three pillars at the core of training and
development, employers have the transformative power
to accelerate culture change. The primary goal is to make
every company a Forefront Culture™, a workplace where
everyone feels seen, heard, and valued. We achieve this
by building work cultures which hold the values of
inclusion, equity, and belonging at the forefront (and in
everything that they do). Modeling a responsibility to
speak about race, culture, and identity will show a
willingness to develop workplace cultures that work for
all. In the tech sector, for example, 62% of employees
who have quit their jobs, shared that they would have
stayed at their company if they had taken steps to create
a more positive, respectful work environment, and 57%
would have stayed if their company had taken steps to
make the company culture more fair and inclusive /16. 
 
What should be noted though, on the pathway of
developing resilience, inclusion, and humility: it is okay
to fail. Companies like Google, eBay, and J.P. Morgan
Chase have seen that the most resilient teams and
individuals are not the ones who do not fail, instead they
are the ones who fail, learn, and then thrive because of it
/17. By focusing on developing leaders that are resilient,
inclusive, and humble, companies will begin to track for
stronger engagement, employee belonging and well
being, retention and higher promotion rates and
sustainable culture change within management
strategies, leading the way in designing a future of work
that works for all.
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