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Making your remote
workplace Diverse,
Equitable, and Inclusive

In
tr
o

In today's world there is no doubt that diversity, equity, and inclusion 

(DEI) is a recognized necessity for American and global businesses 

alike. Companies composed of diverse people with varied ideas, 

experiences, and opinions have been better equipped to meet the 

needs of an ever expanding number of dynamic market segments. 

Companies with products and solutions as diverse as their custom-

ers have been more successful and business leaders are catching on 

to this. Effective workforces need to be composed of people who are 

diverse in age, experience, ethnic background, language, and ability. 

These skills are essential to really understanding diverse global mar-

kets and the needs of customers. DEI has been discussed even more 

heavily given events such as the increased exposure of Black Lives 

Matter (BLM), the move to remote work, equal pay discussion, and 

more. These events, coupled with a growing understanding for the 

need of more diverse and inclusive workplaces, has moved corporate 

DEI programs from being a “nice-to-have” to a “must-have.”

Benefits, Challenges, and
Best Practices for Success
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The move to remote work, combined with the increase in modern 

communication technologies, has ushered in a new era of remote 

and hybrid work bringing many benefits to productivity, work-life 

balance, mental health, and family time. But this shift in the work-

place, set off by events such as the COVID-19 Pandemic and the 

Great Resignation, have intensified many DEI issues. There are nota-

ble drawbacks to remote work, especially for certain individuals like 

those with disadvantaged housing, responsibilities as caretakers, 

and minority populations already at risk of isolation. As businesses 

invest time and money into ensuring their remote workforces op-

erate productively in this new remote work atmosphere, they must 

also invest in ongoing DEI initiatives. For long-term success in the 

remote workplace, business leaders need to recognize this moment 

as a critical time, when they can either further or hinder DEI in the 

workplace.
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Remote work also presents many natural solutions to long-stand-

ing barriers to equality in the workplace. For example, since women 

spend roughly 2 more hours each day doing household chores and 

caring for children than men, remote work gives women and mothers 

more flexibility to manage these demands and remain in the work-

force. At the same time, in-person work structures have also protect-

ed certain groups and provided excellent scaffolding for company 

DEI efforts. 

Now with this structure gone, new issues will arise for many employ-

ees. For example, those with disadvantaged housing or multi-gener-

ational households are now faced with decreased access to a good 

work environment. Productivity and mental health can also suffer 

in these cases, as can equity across a remote workforce. Employers 

must recognize these drawbacks and address them now, then con-

tinually evaluate and optimize these systems to move DEI forward in 

remote workplaces around the globe.

So, how can you create a remote workplace that is 
both productive and inclusive?

This whitepaper presents key benefits, challenges, and best practic-

es for achieving this critical, and delicate balance. Business leaders 

who familiarize themselves with the DEI challenges and opportuni-

ties for their company and take immediate action will be at the fore-

front of meaningful change. After investing in immediate solutions, 

the long-term work of maintaining a diverse and inclusive workplace 

will result in happier employees, better products, and sustainable 

success.
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The basics of Diversity,
Equity, and Inclusion
Defining Diversity, Equity, and Inclusion
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The Basics of Diversity,
Equity, and Inclusion
Defining Diversity, Equity, and Inclusion

Back to menu

DEI stands for diversity, equity, and inclusion. The term is typically used in workplace settings to 

describe the sum of programs and initiatives companies have implemented to make their work-

places more diverse, equitable, and inclusive. Improvements in one area will typically lead to im-

provements in the other two areas which is why they are often referenced together and efforts 

combined into single corporate strategies. DEI initiatives normally start at the top levels of an 

organization then programs and policies are implemented across the board.

Watch
webinar
here

DEI programs aim to improve conditions for employees who are underrepresented, 

isolated, at a disadvantage, or do not have a voice in the workforce. Successful 

DEI efforts will lead to a happy, supported, diverse, and connected work-

force with employees who feel valued and heard on an individual 

level. This internal sentiment among employees will inevita-

bly lead to better corporate outcomes. As a company 

becomes more diverse, equitable, and inclusive 

there will be more unhindered, balanced 

sharing of unique ideas and opinions. 

Then products and services have great-

er potential to become better and 

more profitable. The open, free-flow 

of ideas leads to products that 

better represent and meet the 

needs of a company’s varied 

customer segments.

DIVERSITY, EQUITY, AND INCLUSION
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Diversity

D

This point was raised at a recent webinar, How remote work can enhance workplace diversity?, 

where SupportNinja participated. Presenters explained that diversity goes beyond physical char-

acteristics or ethnic background and is really about diversity of thought. Businesses don’t want 

everyone thinking alike, employees need to come to the workplace with different ideas and opin-

ions to help the team think dynamically and come up with solutions.

DEI acknowledges the critical business need for not only cultivating a workforce that is diverse in 

background and experience but also a workplace culture that enables the safe, open sharing of 

these varied experiences for the benefit of employees and the business.

Diversity refers to employing a workforce from a variety of groups and backgrounds. This goes be-

yond race and ethnicity and extends to all groups of people. According to Indeed, there are many 

employee characteristics that can fall under diversity. They include, but are not limited to:

Race

Ethnicity

Culture

Gender

Religion

Age

Socioeconomic status

Sexual orientation

Physical ability

Having a workforce that fully represents these and other diverse groups can help increase em-

ployees’ sense of belonging and provide more opportunities for workers from marginalized com-

munities to equally contribute and receive recognition in the workplace. When one employee sees 

another being included, they in turn feel that their difference will be accepted and included.

DIVERSITY, EQUITY, AND INCLUSION
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Equity

Inclusion

E
I

Equity aims to ensure all employees have equal opportunities and 

resources to succeed. This does not mean identical opportunities are 

made available to everyone, but it does mean there is fair consideration 

of all advantages and barriers different employees may be facing. Then 

steps are taken to make the road to success level for each individual. 

Business considerations that fall under equity may include pay equity, 

equal opportunity in the application process, and attention to how em-

ployees are trained, mentored, and promoted.

Inclusion is often achieved through internal efforts to help each em-

ployee feel represented and included. Company culture and how top 

management communicates with its workforce can greatly influence 

whether or not employees feel accepted, and are therefore comfortable 

being themselves and sharing their unique ideas.

If employees feel separate, singled out, or like they are a “token” hire,

they will feel isolated and likely want to move on to another company. 

On the other hand, employees who genuinely feel like they belong will 

want to keep working in that positive, welcoming environment

and this will increase retention of a diverse workforce.
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Why Diversity, Equity,
and Inclusion matter

True DEI goes beyond making commitments, and publishing statements like, “we are an equal op-

portunity employer.” Companies must reach beyond this to make their culture truly welcoming to 

people from all groups. Company policies, benefits, training, and support must allow all employees 

to equally participate and succeed in the workplace. In fact, a 2020 Glassdoor report on diversity 

& inclusion found more than 3 in 4 employees and job seekers (76%) report a diverse workforce is 

an important factor when evaluating companies and job offers. This number increases to 4 in 5 for 

Black (80%), Hispanic (80%), and LGBTQ (79%) job seekers. New hires will quickly realize if their or-

ganization only professes or actually lives DEI and may quit or stay based on this impression. This 

is especially true for employees from certain minority ethnic groups with nearly half of Black (47%) 

and Hispanic (49%) employees having quit a job after experiencing or witnessing discrimination at 

work.

While fostering a welcoming, respectful work environment for employees with different back-

grounds and experiences is crucial for employees from minority groups, DEI is also a critical factor 

in maintaining high engagement of the millennial workforce. Millennials represent about 75% of 

the workforce and they highly value DEI and want to work for companies that are transparent and 

welcome different ideas and opinions.

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
W H I T E P A P E R
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In fact,  86% of millennials even believe that differences of opinion allow teams to excel. When mil-

lennials believe their organization fosters an open, inclusive culture, an impressive 83% of millen-

nials are actively engaged while only 60% of millennials report being actively engaged when their 

organization does not foster an inclusive culture. In addition to improving hiring and retention of 

a diverse workforce, there are clear business benefits for companies that successfully cultivate 

diverse, equitable, and inclusive workplaces. This point is emphasized in a 2019 report by the Inter-

national Labor Organization (ILO) which reveals companies with inclusive cultures and policies are 

predicted to experience a 62% increase in profitability and productivity. Creativity, innovation and 

openness is predicted to be greater by 59%, and company reputation is enhanced by 57%

When it comes to gender diversity in the workplace, a McKinsey study finds that at least $12 tril-

lion could be added to global GDP by 2025 by advancing women’s equality. They go on to estimate 

that in the most ideal scenario, where women have and assume an equal level of participation and 

compensation in the workforce as men, up to $28 trillion dollars (a 26% increase) could be added 

to the global economy. It is undeniable there is great potential for improved business outcomes as 

DEI practices are adopted by companies, implemented by leaders, and lived by employees.

While good for recruiting and business outcomes, working to realize a diverse and inclusive work-

place is simply the right thing to do. Luckily, the right thing and profitability go hand-in-hand. 

Peter Georgescu, Chairman emeritus and former CEO of Young & Rubicam Inc. relayed this well 

when he wrote, “doing the right thing is just profitable.”  He goes on to say,

“doing the right thing, in every aspect of business, leads not only to
success, but fosters excellence and creates industry leaders.

Over the past decade, the most ethical and just American companies 
have also proven themselves to be the most profitable.

They lead their industries over the long term.”

DIVERSITY, EQUITY, AND INCLUSION
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Leading industries by doing the right thing in DEI means establishing company practices and de-

veloping a company culture that makes all people—including those from marginalized or underrep-

resented groups—feel respected, valued, and like they have equal opportunities to contribute and 

succeed. This kind of working community will enable the open sharing of experiences and ideas, 

spur innovation, and lead to better products and business outcomes. Employers and employees 

alike will be more satisfied with the quality results that come from working in a diverse, equitable, 

and inclusive environment. 

DEI in the age of
Remote Work
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DEI in the age
of Remote Work
Modern technology & the workforce

Back to menu

Since 2020, millions of Americans have been working from home due to the COVID-19 pandemic. 

The necessity to keep businesses open forced companies to adjust how they operated—at least 

temporarily. Modern technology was optimized to meet the needs of a growing remote workforce. 
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DEI in the ge
of Remote Work
Modern technology & the workforce

Over this period of time, employers have realized the potential of a remote workforce and are 

working on strategies to better manage their people in this environment. Employees now expect 

the status quo to remain—they want to continue working from home and preserve flexible work 

arrangements. This has ushered in a new era of remote work.

As pandemic risks subsided and businesses debated returning 

to the office, there were warnings that employees may quit 

in droves. FlexJobs surveyed over 2,100 people who had been 

working remotely through the pandemic and 58% of respond-

ents said they would absolutely look for another job if they had 

to stop working remotely and come back to the office.

The survey also showed that, overall, 65% of employees want-

ed to work remotely after the pandemic with 33% wanting a 

hybrid work arrangement. As a result of this sentiment, many 

companies have permanently moved to remote or hybrid work. 

According to an Owl Labs study, approximately 62% of em-

ployees ages 22-65 say they work remotely, at least occasion-

ally. This represents a significant portion of the US workforce. 

   As work moves remotely, so should DEI efforts. The need 

for diverse representation at work has remained unchanged, 

no matter where employees sit down to work. Employers still 

need a workforce that represents diversity in thought and 

experience—even if employees have less face time in an office 

setting.

Back to menu
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That comes from continuing to hire people from a variety of groups. As employees work in the dig-

ital environment and communicate even more over email, phone, video, chat, and corporate social 

platforms, these spaces need to be made open and inclusive for everyone.

Remote work has presented many organic solutions to inequalities that may arise in office-based 

workplaces. For example, removing commutes creates more equal opportunities for people with 

disabilities to obtain work. Allowing more people to work from home enables caretakers to bet-

ter balance the needs of their dependents with meeting work deadlines. On the flip side, remote 

work arrangements create some new DEI challenges. For example, managers of remote and hybrid 

teams must now ensure employees receive equal opportunities for advancement regardless of 

their primary work location. This attention will make sure remote workers are not at a disadvan-

tage for promotion compared to colleagues that come into the office more regularly.

Businesses need to acknowledge the real shift that has occurred in the workplace. The new era of 

remote work has presented unique DEI opportunities that should be taken advantage of to help 

improve workplaces. Meanwhile, DEI challenges must be quickly iden-

tified so corporations maintain hard-earned DEI ground 

as they transition to remote work. It is critical every 

organization takes intentional steps to evaluate 

themselves and identify their unique DEI chal-

lenges and opportunities.

Companies can then take immediate 

and ongoing action to address each 

item to ensure their remote work-

place is fully inclusive. This will make 

employees happier and healthier, 

improve retention, and lead to bet-

ter outcomes for the business as a 

whole.
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DEI challenges, benefits, 
and opportunities in the 
Remote Workplace
How to navigate a remote work model
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DEI challanges, benefits and
opportunities in the Remote Workplace
How to navigate a remote work model

Back to menu

DEI is still as important as it was before COVID-19 and the Great Resignation moved many compa-

nies from office-based to remote work models. However, DEI needs are different in a remote set-

ting, and how companies identify and address DEI the workplace must change. Here are some key 

opportunities and challenges faced by today’s remote organizations.

In many ways, remote work instantly levelled the corporate playing field and improved DEI condi-

tions for a number of employee groups. Requirements to commute to an office daily has previously 

prevented some individuals from even qualifying for certain jobs. This may include individuals like 

the over 6 million people with some kind of disability in the US labor force. Other beneficiaries of 

remote work may include people with economic housing limitations who may not be able to afford 

rent within reasonable commuting distance of an office. Now, employees with economic or physi-

cal limitations for coming to work have better access to various jobs.

Remote work has presented many benefits for people with primary care responsibilities at home 

including those who care for children, elderly parents, and sick relatives. The added flexibility in 

time and work location helps these people balance home responsibilities with thriving in the work-

force. This is especially true for women, who typically assume most of the household responsi-

bilities. Women who have more flexibility and support at work will remain in the workforce longer 

rather than leaving to provide family care.

Opportunities

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
W H I T E P A P E R
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In many ways, remote work instantly levelled the corporate 

playing field and improved DEI conditions for a number of em-

ployee groups. Requirements to commute to an office daily has 

previously prevented some individuals from even qualifying for 

certain jobs. This may include individuals like the over 6 million 

people with some kind of disability in the US labor force. Other 

beneficiaries of remote work may include people with economic 

housing limitations who may not be able to afford rent within rea-

sonable commuting distance of an office. Now, employees with 

economic or physical limitations for coming to work have better 

access to various jobs.

Remote work has presented many benefits for people with pri-

mary care responsibilities at home including those who care for 

children, elderly parents, and sick relatives. The added flexibil-

ity in time and work location helps these people balance home 

responsibilities with thriving in the workforce. This is especially 

true for women, who typically assume most of the household 

responsibilities. Women who have more flexibility and support 

at work will remain in the workforce longer rather than leaving to 

provide family care.

The nature of remote work also removes geographic barriers for hiring and recruiting, making it 

easier to hire great talent from across the nation and globe. Now, a recruiter’s talent pool isn’t 

limited by the company’s office locations. Businesses can hire people from across the country, 

giving more people from different backgrounds an opportunity to join. This results in a workforce 

that better represents diverse customer segments and is more equipped to anticipate and meet 

customer needs.

A remote workforce also presents unique benefits for inclusion and equity. For example, some 

people feel increased psychological safety in remote work environments, especially for some from 

minority or marginalized groups like LGBTQ+.

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
W H I T E P A P E R
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“Psychological safety improves employee performance by allowing more creativity and innovation 

since each employee feels safe to voice new ideas,” said Jaimie Hutchison, Deputy Director of the 

WorkLife Office at Michigan State University. She continues, “Communication, engagement, and 

the sharing of knowledge improve, too, when psychological safety is present in the workplace. Em-

ployees tend to become more open to learning, including learning from failure since their failures 

are not held against them.” Remote work has helped make progress toward increased psychologi-

cal safety and inclusion, helping people bring their whole selves to work and make more meaning-

ful contributions.

Equity can also be improved through remote work. Taking 

more video and voice calls rather than in-person meetings, 

and working from a home office rather than open desks, 

can help equalize the amount of facetime each person 

gets with their managers and colleagues. This may reduce 

unconscious bias in the workplace making promotions 

more about work performance than charisma or looks. 

Data shows that people who are taller or considered 

more attractive can earn up to 4% more than those with 

below-average looks. “The way we are working together 

when we are in the same place is still very biased,” said 

Barbara Covarrubias Venegas, founder of #virtualspace-

hero. “Remote work helps eliminate the visual element 

from work.” Remote work could help keep a number of 

unconscious biases from limiting someone's career op-

portunities. This includes any kind of affinity bias which is 

when a person gravitates to or prefers those who are more 

like them in race, gender, age, or experience.

There is a plethora of potential DEI benefits presented by remote work. Realizing these benefits 

depends on recognizing and actively taking advantage of each opportunity. The benefits listed 

above are general and may apply to many organizations, but each business must do the work to 

identify and make the most of the unique DEI opportunities for their company and culture.

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
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Challenges

Despite all its benefits, remote work also presents very real challenges for companies and their 

people. While the flexibility and time savings of remote work is great for some, others face ex-

ceptional challenges when working from home and these challenges could affect their equity at 

work and feelings of belonging and inclusion. This is especially true for people already at risk of 

depression, anxiety, sleeping difficulties, or feelings of loneliness. Remote work can worsen these 

conditions, increasing feelings of isolation and loneliness. This reality is a crucial consideration for 

companies moving to remote or hybrid work models and new strategies need to be implemented 

for employees to sustainably thrive from home and feel connected.

Many employees need in-person interactions, watercooler chats, and lunches with colleagues to 

feel connected and motivated at work. For some, work also serves as their best opportunity for so-

cialization and connection. Remote work prevents this kind of interaction from happening natural-

ly and loneliness or isolation may set in for many working out of the office. Building and maintain-

ing trust is a crucial part of inclusion for both remote and office-based work environments. There 

are time-tested strategies for building trust in the office, but doing so over email and video chat is 

still new and will take some work to perfect.

DIVERSITY, EQUITY, AND INCLUSION
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DEI best practices for
the Remote Workplace
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Every at-home workspace is not created equal. While some may thrive in a nice personal home 

office, others may be sharing an office space with multiple family members or roommates. They 

may be unable to fully remove themselves from distractions and their productivity and motivation 

could suffer. People working in shared spaces or with primary care responsibilities may also strug-

gle to separate work and personal time. Even when work deadlines are still met, that blurring of 

boundaries can heavily impact mental and emotional health. In an office setting, employers have 

more control over equalizing work spaces for their employees. But when employees are working 

remotely, there may be unmet technology, internet, space, or supply needs that an employer can 

still help address to ensure continued equity in remote workspaces.

Remote work DEI challenges will continue to arise as remote work is adopted by companies around 

the world. Continued evaluation of what is working and what is not will be crucial to sustaining 

excellent DEI in virtual, remote workplaces.

DIVERSITY, EQUITY, AND INCLUSION
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DEI best practices for
the Remote Workplace
Exploring strategies
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DEI best practices for
the Remote Workplace
Exploring strategies
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While it is clear DEI is key to employee well-being and business success for compa-

nies with remote and hybrid workforces, implementing the ideal work culture and 

policies is another beast entirely. DEI must be implemented at all levels of an or-

ganization and across business functions to be most effective. Company-wide DEI 

policies only work if managers and employees promote and adhere to them. Diverse 

hiring practices are only helpful if the company culture is adequately equitable and 

inclusive to retain that diverse workforce. To achieve top-down DEI implementation 

in your remote workforce, consider implementing the following strategies and best 

practices: 

Employee Resource Groups:
Encourage and sponsor employee resource groups where people can connect 

remotely with employees of a similar background and can work together to 

help implement programs that support their minority employee group.

Any effective, remote DEI strategy will come from the top down. When company leaders exemplify 

what it means to be inclusive and transparently discuss ways to improve diversity and equity in 

the organization, other leaders will follow that example and employee trust will grow. Other ways 

to build more broadly diverse, equitable, and inclusive companies include:

Companywide strategies

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
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Recognizing Holidays:
Recognizing holidays and events of cultural and religious backgrounds at 

the company level can help all employees feel seen and included. In a diverse 

workforce this recognition must be on a digital platform. When employees 

across work locations know their organization recognizes their cultural mo-

ments, it will make them more comfortable sharing these festivities with their 

team members and more likely to request needed time-off from their manag-

ers.

Curating a Diverse Leadership Team:
To meet the needs of a diverse workforce, it is crucial to have representation 

at the top levels of management. Take steps to consider people from a variety 

of backgrounds including women, people of color, differently-abled people, 

and other employee groups for every executive role and you will start seeing 

diversity grow at all levels of your organization.

Create Virtual Channels for Support:
Create virtual support channels for diverse groups. These channels could sup-

port diversity in the workforce, women in leadership, LGBTQ, working parents, 

single parents, multilingual employees, and more. Similar channels can be 

used to create awareness around DEI opportunities in local communities and 

around the world. These channels should be virtual and accessible to every 

remote or office-based employee on platforms like Slack, through Zoom webi-

nars, a company intranet, or other company chat or social platform.

Be an Example of Transparency:
When executives openly share and discuss DEI issues, it will foster more open 

communication among teams throughout the organization. Open transparen-

cy in company emails and announcements will also help people of all employ-

ee groups feel supported and seen by their leadership.

DIVERSITY, EQUITY, AND INCLUSION
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Invest in the Right Technology:
Select accessible tools, platforms, and corporate partners that can support 

your diverse workforce. For example, some video conferencing platforms have 

tools that enable those with disabilities to communicate more effectively. 

Some webinar partners can provide translation services so company meet-

ings are broadcast in multiple languages.

Some intranet and company social platforms have typing features that allow 

people to chat in their native language. Know your people and invest in the 

tools that will help everyone succeed and feel connected in a virtual, remote 

workplace.

People team strategies

Listen and Learn:
Recruiting and HR practices should be founded on a deep knowledge of both 

business and employee needs. People teams should facilitate open dialogue 

by regularly talking to employees, sending out surveys, and listening to feed-

back to stay tuned into these needs. Understanding the barriers to an equita-

ble remote work environment is the first step to overcoming those challenges.

Identify DEI Shortcomings:
When listening to employees, evaluate if the policies and practices in place 

foster an equitable and inclusive remote work environment. Look at all levels 

of the organization to see if there is equal opportunity and support for remote 

employees, regardless of background or position.

     The people team, which may include recruiting and HR functions, plays a major role in curating a 

diverse workforce and implementing policies that will protect DEI over time. Doing this right takes 

intentional planning and a deep knowledge of the organization and its people’s needs. To get DEI 

right, people teams may consider the following.

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
W H I T E P A P E R

25



Back to menu

Implement Policy:
Once an HR team has identified the challenges and needs of their people, the 

next step is picking policies and practices that will meet those needs. Write 

down these policies and publish them for everyone responsible for executing 

them. Making it “official” creates accountability and helps people across the 

organization follow the same, crucial practices.

Communicate the Plan:
When an organization decides to adopt remote or hybrid work, consider a 

transition phase. Although many companies made the leap to remote work at 

the onset of the pandemic, that was a quick, reactive move and people made 

due with what was available to get through the crisis. An official, long-term 

remote work policy requires more thought and time. Give employees notice 

before going remote, at least one month is recommended. This gives employ-

ees ample time to prepare for the change by making childcare arrangements, 

updating home offices, and asking questions.

Measure and Track Progress:
Once your new work model has gone into effect, establish metrics for tracking 

DEI goals and regularly check-in with your people team to evaluate if efforts 

are working or need to be adjusted. Also consult your regular company ESAT 

survey results. Look at responses by minority groups to identify important 

themes or issues these groups may be experiencing.

Update Employee Trainings:
Before the pandemic, many companies already had DEI training to help em-

ployees understand and address unconscious bias or develop skills to make 

work more inclusive. Now that many employees are working remotely, DEI 

challenges have changed and the ways we address them in team meetings 

and coworker interactions must be updated. Take the time to update your DEI 

training programs to make sense in the remote work context. Develop training 

programs specific to DEI subjects and do not mix these trainings with

DIVERSITY, EQUITY, AND INCLUSION
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unrelated topics to show it is important. And if you don’t have training to 

revamp, now is the time to create training programs from scratch that are 

relevant to both office-based and remote workers.

Make the Most of Diverse Hiring Opportunities:
Remote work has opened-up many new recruiting opportunities. Take advan-

tage of these opportunities to make your workforce more diverse and welcom-

ing to people in minority communities. Consider diverse applicants for all roles 

and work to eliminate unconscious bias from the hiring process. This could be 

achieved by removing demographic information from résumés before review-

ing them, or updating job descriptions to be gender neutral. As representation 

grows, diverse individuals across the company will feel more seen and includ-

ed.

Promote Pay Equity:
In addition to creating inclusive environments and hiring from diverse back-

grounds, taking active steps to evaluate and improve pay equity across every 

position is essential. When employees learn they are paid less than their 

peers, camaraderie and the feeling of being supported suffers, thus affecting 

their work.

As HR programs are implemented, your company cultures will become more inclusive and when job 

candidates get a glimpse of your active DEI efforts, they will be more likely to join. Continued evalu-

ation of these efforts, combined with regular policy updates and transparent communication with 

employees, will lead to better DEI outcomes and long-term retention of your diverse workforce.

Individual employee strategies
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Recognize The Challenge:
First, each individual employee can acknowledge the differences that exist in 

the workforce and the need to actively address inequality in the workplace. 

When most co-worker interactions occur over email or video call, it can be 

easy to avoid conflict rather than addressing it. When conflicts are consist-

ently swept under the rug, then unconscious bias and microaggressions can 

grow, even in the remote workplace.

Control for Personal Bias:
Employees should take the time to identify personal biases and take steps to 

address that bias in their virtual interactions with colleagues.

Participate in Trainings:
Even if it’s optional, take advantage of DEI and unconscious bias trainings 

offered by your employer. Fully participate to learn how you can contribute to 

a more equitable workplace. While in these trainings, discuss how best prac-

tices can be applied to virtual work settings like meetings over video call or in 

email conversations.

Encourage Diverse Thinking:
One of the best ways to encourage diverse thinking is to be an example of 

open communication. Do your best to bring your whole self to work and share 

ideas inspired by your personal background and experiences. Then challenge 

A person’s interactions with individual colleagues can have as much an influence on their feelings 

of inclusion and belonging as company policy and support from leadership. At the end of the day, 

employees spend more time with their close team members than they do at company meetings or 

DEI trainings. Each employee can take personal steps towards making their work colleagues feel 

safe, respected, and included—even in a remote setting.

Individual team strategies
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your teams to share their diverse thinking and ideas for the benefit of the 

organization. When people do share, respond with respect and openness to 

their unique perspective. In the remote workplace, this may mean taking time 

to directly ask individuals to share their ideas on a conference call. The lag in 

voice and video calls may sometimes prevent people from wanting to interject 

their thoughts, so having conferencing practices that give everyone an equal 

opportunity to share will go a long way for encouraging diverse ideas.

Employers and employees need to work together to identify DEI challenges 

in their remote workforce and implement the strategies best suited for their 

unique culture. When DEI is adopted at all levels and functions, then your di-

verse workforce will thrive.

Sustaining DEI
for the long run
Taking initiative for youre diverse team

DIVERSITY, EQUITY, AND INCLUSION

IN THE REMOTE WORKPLACE
W H I T E P A P E R

29



Sustaining DEI
for the long run
Taking initiative for youre diverse team

DEI plays a major role in employee well-being and company success. Organizations with a

tradition of inclusivity are more successful at meeting the needs of their customers and retaining 

their diverse workforce. The remote work era has introduced new challenges and renewed the 

need for enhanced DEI strategies that address the inequalities posed by remote work. Although 

many companies have been working remotely since the onset of COVID-19, we are all still relatively 

new to this way of working. There is much to learn about the struggles each employee group faces 

when working remotely and it will take work to perfect how companies support employees in their 

scattered workplaces. 

DEI initiatives are not about benchmarks or quotas, they are about fostering truly inclusive cul-

tures where every employee has equal opportunities to succeed. This will take continued, daily 

work. Like a garden, your diverse workforce will need constant care, watering, and sunlight to 

thrive. Your workforce will need constant support, evaluation, open conversation, and policy ad-

justment to thrive in the long-run. As the needs of your remote workforce evolve, so should your 

DEI efforts—then you will have a fruitful, healthy remote workplace for years to come.

Back to menu
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About SupportNinja
We’re a people-centric company
that enables a better way to
outsource, work, and grow.

At SupportNinja, we understand the importance of diversity and inclusion both within our 

company and in our customer service. Our team speaks multiple languages and can work 

across different timezones and geographies to ensure that no customer is left behind.

We are committed to delivering exceptional customer service with empathy at its core, 

as evidenced by our high CSAT scores! With us on board, your business will have a reliable 

partner supporting you as you strive for DEI excellence in serving your customers.

Explore services
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http://supportninja.com
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