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As we move into 2025, diversity, equity, and inclusion (DEI) 

is vital to organizational success as never before. Workforces 

and customer bases continue to diversify, with identities 

growing more multifaceted and intersectional, but the 

parameters of the work and what success looks like continue 

to evolve at a rapid pace. 

DEI leaders face a changing climate marked by new 

challenges, from political pressures and shifting terminology 

to increased legal risks and an unprecedented demand for 

demonstrable outcomes. 

Effectively leading through change in this complex 

environment requires strategic foresight, resilience, and 

perhaps most important, an unwavering commitment to 

the creation of inclusive workplaces where each and every 

individual can thrive to their full potential. That in essence 

is, and always has been, the mandate of corporate DEI 

around the world: to drive value through mitigating bias 

and creating speak-up cultures maximizing innovation and 

financial outcomes. 

Contrary to the weaponizing and narrow interpretations 

of diversity—either by creating preferential hiring of 

undeserving groups or sowing division and separation—

every aspect of our work at Seramount aims to demystify 

what DEI is: a force for adding value. 

This article explores key DEI trends and predictions for the 

year ahead, equipping inclusive leaders with sustainable 

strategies to navigate the evolving landscape, mitigate key 

risks, and continue the work of fostering inclusive cultures  

of innovation in 2025—and beyond.



 3

Inclusive leadership is no longer just a nice-

to-have. It’s fast becoming a crucial leadership 

competency for the future workforce. It’s 

imperative that organizations endorse and 

reinforce inclusive leadership skills throughout 

their ranks. This approach isn’t merely about 

ticking boxes on a diversity checklist—it’s about 

instilling standards of inclusive leadership 

that foster an environment of openness, 

psychological safety, respect, and belonging  

for everyone.

Inclusive leadership is fundamentally good 

leadership. Leaders who prioritize inclusion 

can create environments where all employees 

feel seen, heard, and empowered to contribute 

their best work. For DEI leaders, this means 

aligning their stakeholders and strategies to 

embed these practices across the organization, 

providing executives and managers the training 

and resources needed to lead inclusively while 

holding them accountable for maintaining an 

environment where everyone can thrive.

Incorporating inclusive leadership into core 

leadership competencies not only strengthens 

organizational culture but also significantly 

impacts recruitment, retention, and engagement. 

In an environment where employee engagement 

levels are at an all-time low, inclusive leadership 

is a powerful tool for companies seeking to 

offer an improved value proposition to their 

employees. 

Our research finds that most employees 

value inclusive organizations, and inclusive 

leadership is one of the most powerful ways to 

influence and unlock tangible—and enduring—

organizational change.

Inclusive Leadership and Culture
A Business Imperative, Not a Choice1
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Inclusive leadership is 
fundamentally good leadership.
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The year 2025 is shaping up to be a time of 

unprecedented change and disruption. DEI 

leaders are already navigating the new normal 

of the current US political landscape. And while 

the political winds around diversity initiatives 

fluctuate, DEI backlash focusing on public 

statements and policies has intensified of late. 

As a result, some companies are adopting 

the so-called “When in Rome” approach, i.e., 

scaling back their public DEI efforts in response 

to external pressures, particularly in more 

conservative or politically charged climates 

or regions. However, recent media headlines 

spotlighting practitioners of this approach and 

related external pressures do not capture the  

full picture. 

Seramount’s late 2024 CDO Collaborative 

listening sessions with nearly 100 Chief Diversity 

Officers reveal that only 17% of companies 

are actively adopting the “When in Rome” 

approach, which typically involves backing away 

from visible public statements or reducing DEI 

activities to avoid potential political scrutiny. 

While this may be a strategic response for 

some, adopting this course of action comes 

with its own set of risks, including potential 

legal exposure, attrition of historically excluded 

talent, and consumer backlash. A lack of visible 

commitment to DEI can also alienate the 

growing base of customers who expect  

the organizations they support to align  

with their values.

In response, we urge DEI leaders to continue to 

partner closely with legal teams and leadership 

to anticipate and mitigate these risks. Scenario-

planning and regular audits of DEI programs can 

help organizations be proactive. Understanding 

the legal implications of scaling back DEI 

initiatives, particularly for women and LGBTQ+ 

employees, will be business-critical in 2025. 

Fostering nimble and effective partnerships 

with communications teams will be an equally 

essential priority for DEI functions this year. 

Now more than ever, how DEI priorities are 

positioned—whether internally or externally—will 

be a critical success factor in the continuation of 

value-driven and value-creating DEI programs. 

External statements on DEI goals and outcomes 

will require extra consideration and  

calibration to mitigate additional scrutiny.

Navigating Political Risks  
in an Evolving Landscape2

Understanding the legal implications of 
scaling back DEI initiatives, particularly for 
women and LGBTQ+ employees, will be 
business-critical in 2025. 
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One of the more significant changes we 

anticipate continuing to witness this year is the 

shift in the terminology surrounding DEI. Terms 

such as inclusion—and at times belonging—

are gaining prominence as many companies 

rethink how they talk about diversity. This 

development isn’t simply a semantic change—it’s 

representative of a broader evolution in how 

organizations conceptualize the practice and 

scope of DEI as a practice and profession. 

For instance, some companies have moved from 

focusing on diversity to instead emphasizing 

“inclusive leadership” or even “culture and 

inclusion.” These terms reflect a broader 

perspective and understanding of DEI, one 

that goes beyond representation to tackle 

organizational culture, leadership behaviors, and 

innovation. 

These tectonic shifts also reflect the realities 

of the increasing diversity of the workforce—

both in the United States and beyond—where 

dimensions of difference including gender, 

generation, neurodiversity, sexual orientation, 

and disability ensure DEI work remains relevant 

to the vast majority of the employee base. As a 

result, the inclusion element of the DEI equation 

becomes even more salient to shaping positive 

and productive corporate cultures.

As organizations develop their thinking around 

accountability for DEI outcomes, we see 

corporate priorities expanding to include a focus 

on how leadership behaviors and competencies 

shape an environment in which top talent—

including historically excluded talent constituting 

an ever-larger share of the workforce—can 

thrive. 

Over the course of the year, we also expect to 

see companies increasingly adopt measures 

such as 360-degree assessments and efforts 

linking DEI initiatives to lagging indicators such 

as promotion and talent retention rates, which 

can provide a clearer link between measurable 

DEI and business outcomes.

The broader paradigm shift to terms such as 

strategic innovation and inclusion indicates the 

development of a “both/and” approach to DEI. 

On the one hand, DEI work in 2025 will be about 

mitigating risk and ensuring compliance with 

new laws. On the other, it will be about creating 

workplace environments capable of promoting 

innovation and broader business success. 

Corporate language will continue to be 

expanded and evolve over the coming year  

to highlight that diversity is neither a box  

to check nor a one-off event to attend; it’s 

a core driver of creativity, innovation, and 

competitive advantage.

Shifting Terminology and Scope
From Diversity to Inclusion and Innovation3
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As DEI continues to evolve in 2025, organizations must shift from reactive 

strategies to embedding DEI into core business functions and operations. This 

means reinforcing DEI as a long-term value driver rather than a short-term initiative 

influenced by external pressures. In an environment of shifting legal and political 

dynamics, simultaneously reaffirming core organizational values and ensuring DEI 

remains a fundamental business priority will be essential.

Moving Beyond Compliance  
to Business Integration

To sustain impact, organizations must integrate DEI into decision-making 
structures rather than treating it as a stand-alone function. This includes:

•	Embedding DEI into enterprise-wide change management frameworks to 
align with business priorities.

•	Using data-driven insights to assess the effectiveness of DEI strategies, 
measuring outcomes such as talent retention, leadership representation, 
and innovation.

•	Holding leadership accountable for inclusive behaviors through structured 
KPIs and transparent reporting, linking inclusive leadership to impactful 
problem-solving.

4 Strengthening DEI
A Strategic and Sustainable Approach

… linking inclusive leadership 
to impactful problem-solving.
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Strengthening DEI: A Strategic and Sustainable Approach

Reaffirming Core Values While  
Protecting Vulnerable Talent Groups

While external pressures may shift, organizations must remain steadfast 
in their commitment to inclusion. Among a recent CDO Collaborative 
focus group of 99 DEI leaders, 90% indicated they do not foresee major 
disruptions in their efforts, reinforcing the fact that DEI’s value remains 
clear. Reaffirming an organization’s core values and commitments—
including equity, innovation, and belonging—strengthens workplace 
culture and employee trust. 

At the same time, organizations must take proactive steps to safeguard 
historically excluded talent groups, from LGBTQ+ employees to legal 
immigrant workers, who may face disproportionate challenges in times 
of change. This includes:

•	Developing clear career pathways and leadership  
opportunities to ensure equitable advancement.

•	Strengthening mentorship and sponsorship programs to  
support historically excluded talent.

•	Maintaining DEI commitments internally, even when external  
narratives shift, to protect employees and sustain engagement.
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Ninety percent indicated they do 
not foresee major disruptions in 
their efforts. 
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Strengthening DEI: A Strategic and Sustainable Approach

Ensuring DEI’s Long-Term Impact: Future Readiness  
Through Agility and Innovation

To sustain DEI impact across these areas, organizations must build 
resilience and adaptability into their strategies. This means:

•	Fostering a culture of continuous learning and adaptation, 
positioning DEI as a driver of innovation and competitive advantage, 
from market expansion to inclusive product development.

•	Shifting DEI from a fixed initiative to an evolving capability, 
enabling organizations to adjust strategies  
in response to new market and workforce realities.

•	Leveraging internal and external DEI champions—from employee 
resource groups to business unit leaders—to  
keep inclusion efforts embedded in workplace culture.

By integrating DEI into business strategy, reinforcing core values, and 
protecting talent, organizations can sustain meaningful impact—
proving that DEI is not just about responding to challenges but about 
shaping a more inclusive, successful future.
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DEI is not just about responding 
to challenges but about shaping a 
more inclusive, successful future.
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Strengthening DEI: A Strategic and Sustainable Approach

5 Looking Ahead, Hope for the Future
DEI’s Next Evolution 

companies starting to embark on their diversity 

journeys. As DEI continues to mature and 

become recognized as a nonnegotiable business 

imperative—both as a moral imperative and as 

a strategic advantage—those pacesetters will 

be the ones leading the way toward a more 

inclusive and innovative future. 

The DEI industry and profession will continue 

to double down and drive impact in 2025, 

presenting us a singular opportunity to reframe 

outdated assumptions and embrace a broader, 

more inclusive vision of success benefiting 

every aspect of the business—while touching 

the work of every employee.  A myriad of 

external pressures will continue to test the 

resolve of DEI leaders over the coming year. 

Ultimately, the next evolution of DEI will be 

defined by bold leadership, strategic resilience, 

and a commitment to creating the inclusive 

workplace of tomorrow.

Despite the risks and uncertainties that lie 

ahead, we find hope for the future of DEI in 

the unmatched collaboration and partnership 

exemplified by the DEI community. With 

more leaders and organizations providing 

peer learning opportunities during times of 

unprecedented change, the sense of solidarity 

among CDOs and other DEI leaders as a 

collective is stronger than ever. Sustaining this 

collaborative spirit, collective innovation, effort, 

and energy will fuel the momentum for real, 

sustainable change.

Companies with mature DEI functions have long 

approached the work as a core component 

of business success and innovation, a growth 

engine embedded in their organizational DNA 

over time. We predict that these companies will 

remain at the forefront, continuing to win in 

the marketplace and in a world that diversified 

by the day—while still setting the standard for 

Ultimately, the next evolution of DEI will 
be defined by bold leadership, strategic 
resilience, and a commitment to creating  
the inclusive workplace of tomorrow. 
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Looking Ahead, Hope for the Future: DEI’s Next Evolution 

Staying the course won’t be easy, and burnout is real. Yet as DEI leaders, the 

responsibility falls to us to lead the charge in driving this change. There’s formidable 

power in a collective commitment to growth and good: Success in 2025 will 

require being explicit and intentional about the real mission of DEI like never before. 

Remaining focused, adaptable, and courageous in the face of evolving challenges 

will enable us to define and safeguard a truly inclusive future of work. 

Only together can we forge long-lasting impact for our colleagues, our cultures, 

and the communities we serve. 

To learn more about our work to advance DEI community, 

including new strategies to support your organization’s 

success during trying times, please contact us. 

Act Smarter
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We empower the world’s most inclusive 
and high-performing workplaces.

We partner with 600+ corporations, 
government entities, 

and nonprofits globally.

Including ~50% of the Fortune 
100 and ~25% of the 

Fortune 500.

Insight-Powered Solutions Trusted by Talent and HR Leaders

TALENT 
SOURCING

Identify, Engage, 
and Hire Top Early 

Career Talent

ASSESSMENT 
AND STRATEGY

Uncover the Real 
Levers to Unlock 

Enduring Employee 
Engagement

RESEARCH AND  
ADVISORY SERVICES

Set Strong 
DEI Foundations 

and Build Adaptable 
Roadmaps

LEARNING AND 
DEVELOPMENT

Create a 
More Resilient, 

Connected  
Workforce 

Branding and recruiting 
platform that surfaces  

engaged, prepared 
candidates more 

efficiently, effectively,
and at scale

Actionable  
intelligence into the 

employee experience 
powered by innovative 

technology and over 40 
years of workforce data 

and insights 

Expert guidance 
rooted in research and 

experience to support and 
advance your strategic 
talent and DEI priorities 
in every environment

Impactful content 
designed and delivered 
to inflect productivity 
and positive behavior 
change at every level

seramount.com
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Legal Caveat

EAB Global, Inc. (“EAB”) has made efforts to verify the 
accuracy of the information it provides to partners. 
This report relies on data obtained from many sources, 
however, and EAB cannot guarantee the accuracy 
of the information provided or any analysis based 
thereon. In addition, neither EAB nor any of its affiliates 
(each, an “EAB Organization”) is in the business of 
giving legal, accounting, or other professional advice, 
and its reports should not be construed as professional 
advice. In particular, partners should not rely on any 
legal commentary in this report as a basis for action, 
or assume that any tactics described herein would be 
permitted by applicable law or appropriate for a given 
partner’s situation. Partners are advised to consult with 
appropriate professionals concerning legal, tax, or 
accounting issues, before implementing any of these 
tactics. No EAB Organization or any of its respective 
officers, directors, employees, or agents shall be liable 
for any claims, liabilities, or expenses relating to (a) 
any errors or omissions in this report, whether caused 
by any EAB Organization, or any of their respective 
employees or agents, or sources or other third parties, 
(b) any recommendation by any EAB Organization, or 
(c) failure of partner and its employees and agents to 
abide by the terms set forth herein.

EAB is a registered trademark of EAB Global, Inc. in 
the United States and other countries. Partners are 
not permitted to use these trademarks, or any other 
trademark, product name, service name, trade name, 
and logo of any EAB Organization without prior 
written consent of EAB. Other trademarks, product 
names, service names, trade names, and logos used 
within these pages are the property of their respective 
holders. Use of other company trademarks, product 
names, service names, trade names, and logos or 
images of the same does not necessarily constitute 
(a) an endorsement by such company of an EAB 
Organization and its products and services, or (b) 
an endorsement of the company or its products or 
services by an EAB Organization. No EAB Organization 
is affiliated with any such company.

IMPORTANT: Please read the following.

EAB has prepared this report for the exclusive use 
of its partners. Each partner acknowledges and 
agrees that this report and the information contained 
herein (collectively, the “Report”) are confidential 
and proprietary to EAB. By accepting delivery of this 
Report, each partner agrees to abide by the terms as 
stated herein, including the following:

1.	 All right, title, and interest in and to this Report is 
owned by an EAB Organization. Except as stated 
herein, no right, license, permission, or interest 
of any kind in this Report is intended to be given, 
transferred to, or acquired by a partner. Each 
partner is authorized to use this Report only to the 
extent expressly authorized herein.

2.	 Each partner shall not sell, license, republish, 
distribute, or post online or otherwise this 
Report, in part or in whole. Each partner shall 
not disseminate or permit the use of, and shall 
take reasonable precautions to prevent such 
dissemination or use of, this Report by (a) any of its 
employees and agents (except as stated below), or 
(b) any third party.

3.	 Each partner may make this Report available 
solely to those of its employees and agents who 
(a) are registered for the workshop or program of 
which this Report is a part, (b) require access to 
this Report in order to learn from the information 
described herein, and (c) agree not to disclose this 
Report to other employees or agents or any third 
party. Each partner shall use, and shall ensure that 
its employees and agents use, this Report for its 
internal use only. Each partner may make a limited 
number of copies, solely as adequate for use by 
its employees and agents in accordance with the 
terms herein.

4.	 Each partner shall not remove from this Report any 
confidential markings, copyright notices, and/or 
other similar indicia herein.

5.	 Each partner is responsible for any breach of its 
obligations as stated herein by any of its employees 
or agents.

6.	 If a partner is unwilling to abide by any of the 
foregoing obligations, then such partner shall 
promptly return this Report and all copies thereof 
to EAB. 
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