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Thank You 
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The Boston College Center for Corporate Citizenship’s  

best-in-class research and resources are developed and  

delivered sustainably due to the generosity of our partners. 

Sponsors of research help support the development, curation, 

and distribution of comprehensive and practical insights  

from the largest member services organization dedicated to 

advancing the work of CSR and sustainability professionals and 

their companies.

Sponsorship allows the Center to publish leading research 

year-round—from long-form reports such as the Profile of the 

Professionals study to quickly consumed research briefs. Our 

latest offering, Resource(ful), is a new portal where we are 

gathering resources each day to help you address the critical 

needs of your employees and communities, remain agile 

through disruption, and plan for future progress through the  

COVID-19 pandemic and beyond.

Interested in research sponsorship?  

Contact us at ccc@bc.edu.
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CITIZENSHIP 2020 ccc.bc.edu
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Insights

Experts from the Center’s network  
dive into ESG topics and share  

practical knowledge.
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DIVERSITY, EQUITY, AND INCLUSION STUDY 2021
FOREWORD
Letter from the Executive Director
This study by the Boston College Center for Corporate Citizenship, 
sponsored generously by Howmet Aerospace, draws on our research 
and engagement with the nearly 500 member companies we serve 
each year and a wealth of research by equity and inclusion experts. 

Action to create an equitable future cannot wait. Equity and 
inclusion are business imperatives, whether we are thinking about  
our workforce, our suppliers, or our customers. The United States is 
projected to experience a demographic shift over the next 30 years 
that will change our nation and our workforce significantly. We have 
work to do to prepare.

So where are we today? We have all seen vigorous protest of racial 
injustice in recent weeks, months, and years. If we dig a little deeper, 
Gallup’s perennial poll of American sentiment regarding race relations 
has fallen to a new low this year. Gallup’s extensive poll found that 
only 18% of Black respondents are satisfied with the way they are 
treated in this country today, compared with 51% of White respon-
dents who indicated they are satisfied with the way Black people are 
treated. Well over half of Black people believe that they are treated less 
favorably than Whites in dealing with the police, in stores and malls, 
and on the job. Approximately half of Black people say they are treated 
less favorably in neighborhood shops, in restaurants, and in getting 
health care.1

Corporate leaders have a role to play in helping to create common 
ground—if for no other reason than work is where we spend the 
majority of our time outside of that spent with our families. What  
can we be doing differently? Large things and small. Many BCCCC 
member companies are stepping forward to provide support to the 
communities most challenged by the current opportunity gap. Many 
more have expressed support for the sentiment that drives the 
protests for racial justice. We can also look inward and examine every 
aspect of our programs—from compensation practices, to how we 
develop staff, to how we prioritize social issues, to how we structure 
our team activities—and ask ourselves whether we are doing 
everything we can to make every person feel included and valued,  
and to allow them to achieve and contribute to their full potential. 

Many companies now include diversity and inclusion goals in their 
CSR and corporate citizenship programs. Research shows that com- 
panies that invest in diversity and inclusion programs can benefit not 
only from improved teamwork2, innovation3, and productivity4; they 

also can facilitate a much-needed national dialogue about what it 
means to commit to a truly inclusive environment. This is not easy 
work, but it is imperative to our social and economic future. 

Though our diversity can be nurtured as an asset, the wage and 
wealth gaps that exist along racial, ethnic, and gender lines do not 
make us stronger as a society. The differences in how we, as individu-
als, are able to move through the world inform the differences in how 
we approach each other. These differences must be acknowledged and 
addressed to overcome the mistrust and misunderstandings that 
impede our ability to work together for the common good. This has 
played out in dramatic ways recently, but these kinds of differences 
play out in myriad subtle ways through everyday life.

The proportion of the U.S. population predicted to classify 
themselves as White-only is projected to drop from its current levels  
of almost 74% to approximately 47% of the total population.5 Taking 
labor participation projections into account, the majority of workers 
will no longer be White. Competition for skilled workers over the same 
period is expected to increase. For those in the current majority who 
might not feel it should be in the purview of corporate America to 
address issues of race and inequality from the perspective of social 
justice, enlightened self-interest can provide ample motivation. 

We are going into this period of transition in our workforce with 
workers bringing with them very different perspectives along racial  
and ethnic lines about civil rights and equality in our society. The  
June 2020 Gallup polls on race suggest that White people, in marked 
contrast to other groups polled, generally believe that the aspirations 
of the civil rights movement have been met.6 As we move toward the 
future, it will benefit us all to come understand the perspectives of all 
of our citizens and fellow workers so that we can create a just, stable, 
and sustainable economy within which our companies can thrive.  
This report is intended to support your company as it sets forth  
on this journey.

Katherine V. Smith
Executive Director
Carroll School of Management Boston College
Center for Corporate Citizenship



diversity, equity, and inclusion study 20214

corporate culture will only become more important. It is 
clear that we must all be allies and champions for 
inclusion and diversity. Our hope is that by sponsoring 
this report and toolkit with the Boston College Center for 
Corporate Citizenship, we will provide the impetus for 
organizations to change tactics, taking diversity, equity, 
and inclusion strategy to the next level.

This is Howmet’s philosophy and aspiration for the 
future. We are creating an environment where all of our 
people feel—and are—valued. We encourage them to 
bring their differences to work each day and challenge 
them to contribute their authentic best in every encounter 
to achieve better business results. This is where our inno- 
vation comes from, and it is the only way we can continue 
to deliver world-class solutions to our customers.

Cindy Penney
Corporate Human Resources Director
Howmet Aerospace

Letter from Howmet Aerospace
As a leading global provider of advanced engineered 
solutions for the aerospace and transportation industries, 
Howmet Aerospace’s success depends on our ability to 
create innovative solutions that exceed our customers’ 
goals. We understand the only way we can achieve our 
goals is by fostering a culture that values the open explor- 
ation of ideas and the creative spirit that comes from a 
diversity of backgrounds, experience, and thought.

While Howmet has made considerable strides during 
its corporate history, we know there is much more to be 
done to ensure that inclusion and diversity become true 
operational priorities—both in our business and in our 
industry. We believe we have the responsibility to be  
a leader in this area. 

Inequalities continue to exist in race, gender, sexual 
orientation, and for people with disabilities, despite 
legislation and best efforts of many people and organiza-
tions. Action to create an equitable future cannot wait. If 
not now, when? As the workforce demographics continue 
their evolution of change, having an open and inclusive 

This report is made possible in part through the generosity of Howmet Aerospace.
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Executive summary
Early data suggest that the COVID-19 pandemic and its 
economic fallout have widened inequalities.7 The evi- 
dence that the pandemic is disproportionately affecting 
the health and the economic resilience of our most 
vulnerable populations provides an opportunity to 
examine our assumptions about how that world works 
and for whom.

Corporate citizenship professionals have an essential 
part to play in elevating discussions of equity and 
inclusion, building inclusive programs, and engaging 
stakeholders to understand how equity can be achieved. 
Throughout this report, you will see an array of 
examples of how companies are working to lead with 

meaningful, and potentially transformative, actions to 
actively address any and all issues of bias, harassment, 
discrimination, or under-representation. 

While the United States becomes a more diverse 
nation with each passing year, economic participation is 
not proportional. Income inequality in the United States 
is higher and has increased more than in most Organi-
sation for Economic Co-operation and Development 
(OECD) countries. The vast divergence in wealth 
equality is similarly staggering, with top 0.1% of U.S. 
households holding nearly as much wealth as the 
bottom 80% (See Figure 1).8 This inequality—which 
both stems from and results in unequal access to 
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FIGURE 1
Large differences in levels of income inequality across OECD countries, 2017
This graph measures the Gini coefficient, a measure of inequality in which 0 means everyone has the same income and 

1 means one person has all the income, and the gap between richest and poorest 20% of households.*

■  Gini coefficient  ■  S80/S20 income decile share (right axis)

Note: New definitions of Gini (post-2011) & Gini disposable income definition were used
Source: https://stats.oecd.org/Index.aspx?DataSetCode=WEALTH#
*OECD. (2014, June). United States: Tackling Inequalities, Creating Opportunities for All. http://www.oecd.org/unitedstates/Tackling-high-inequalities.pdf
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education, health care, and infrastructure—dispropor-
tionately affects people of color, disabled individuals, 
women, and LGBTQ+ communities. Ultimately this 
hurts economic growth, environmental sustainability, 
rule of law, and health for us all.

These trends have been accelerated by the pandemic. 
As of the end of April 2020, nearly half of the global 
workforce—or 1.6 billion workers in the informal 
economy—were in immediate danger of having their 
livelihoods destroyed due to the COVID-19.9 People of 
color are more likely to experience loss of work at this 
time, especially among Hispanic adults, of which 61% 
say that either they or someone in their family has lost a 
job or had a pay cut due to the pandemic. (See Figure 2.) 
We also know that while Black individuals account for 

just 18% of the population, this group accounted for 33% 
of the patients hospitalized for COVID-19 in March.10

Against this backdrop, this report is intended to help 
corporate citizenship professionals better understand 
the context in which their firms operate with regards to 
diversity, equity, and inclusion (DEI)—from historic 
foundations, to present actions and future trends. It will 
help corporate professionals continue to make the 
business case, not just for value of DEI in general, but 
also provide tips and best practices for gaining buy-in 
for initiatives across different departments. Finally, the 
report will provide tactical next steps for companies to 
operationalize DEI practices as a critical means to 
achieve equity and engage employees. 

60% 70%50%20% 30% 40%10%0%

FIGURE 2
People of color more likely to have suffered economically due to COVID-19
■  All adults   ■  White  ■  Black  ■  Hispanic

Been laid off/lost job

Had to take a cut in pay

Not either/both

Source: Pew Research Center
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Howmet Aerospace: Diversity and inclusion engineered

To recruit, attract, develop, and retain world-class talent, Howmet 
Aerospace has created a culture that embraces diversity, drives 
inclusion, and empowers and engages employees. While it separated 
from Arconic earlier this year, Howmet continues and builds on its 
legacy of inclusion by providing learning and development opportuni-
ties and equipping managers to provide ongoing coaching and 
feedback so employees maximize their performance and potential, 
delivering success back to the company. 

Howmet’s global network of employee resource groups (ERGs) 
brings together individuals with common backgrounds and interests—
from ethnicity, gender, and sexual orientation, to life experiences and 
career paths—to help employees support one another. ERGs are 
internal corporate networks dedicated to fostering unity among 
employees of similar background and their allies, as well as building 
connections among employees and in the communities where 
Howmet operates. These ERGs help drive employee engagement 
through community outreach around science, technology, engineering, 
and mathematics (STEM) education; provide learning and develop-
ment opportunities for employees; and inform company policies 
around diversity and inclusion.

Each of Howmet’s six ERGs brings together individuals with 
common interests for community building, networking, mentorships, 
volunteering, recruiting outreach, and more. In addition to the 
collaboration and support each group offers its members individually, 
ERGs also come together to improve Howmet, its local communities, 
and the world. They share best practices, brainstorm ideas, and 
participate in training. Howmet’s ERGs include the Howmet African 
Heritage Network, Howmet Hispanic Network, Howmet Next 
Generation Network, Howmet Pride Network, Howmet Veterans 
Network, and Howmet Women’s Network. 

The Howmet African Heritage Network serves as a vital resource 
for people of African heritage and the broader organization. The 
company sponsors mentoring programs, professional training and 
webinars, career development and networking events, employee 
engagement opportunities and volunteer activities aimed at empower-
ing members to reach their full potential. Howmet also collaborates 
with the National Society of Black Engineers and Howard University, 
one of the country’s premier historically Black universities, to advance 
the academic and professional success of African heritage students 
and professionals.

Similarly, founded in 2016, the Howmet Hispanic Network has hun-
dreds of members working to celebrate Hispanic culture, support the 
attraction, retention and development of Hispanic employees and 
build external community partnerships that help support the STEM 
education and career success of Hispanics broadly. The Howmet 

Hispanic Network hosts conociéndonos, or “getting to know each 
other” events, that offer Hispanic perspectives on leadership.  
And network leadership participates in conferences and panel 
discussions with community partners on issues relevant to the 
Hispanic community.

Howmet Pride Network (previously known as EAGLE) is Howmet’s 
network of lesbian, gay, bisexual, and transgender (LGBT) employees 
and their allies. Howmet Pride Network works to create an affirming 
work environment where all employees are empowered to reach their 
full career potential while bringing their “whole selves” to work. 
Howmet Pride Network has been instrumental in driving policy 
changes such as an expansion of domestic partnership and transgen-
der health care benefits. For several consecutive years, Howmet has 
proudly received a perfect score on the Human Rights Campaign 
Corporate Equality Index, a U.S. national benchmarking tool on 
corporate policies and practices pertinent to LGBTQ+ employees.

Such ERGs at Howmet create an environment of belonging and 
inclusion, reflecting an inclusive, respectful, and values-based 
company culture. Howmet firmly believes that by combining diverse 
voices, it is able to make an even greater impact.

Employee resource groups (ERGs) at Howmet create an environment 
of belonging and inclusion, reflecting an inclusive, respectful and 
values-based company culture.



Icebreakers that apply to everyone:

• Are the main operations of your department—including business 
functions, policies, procedures, and targets—supporting inclusion 

and diversity among employees and customers of different 
gender, race, age, sexual orientation, and ability?

• Do we have employee resource groups, 
committees, or mentorship programs 

dedicated to inclusion and diversity? 
If so, are you encouraging partici-

pation on your teams? 
• How do we celebrate national 

dates of recognition, such 
as Black History or 

Pride months?

Conversation Starters
Research shows that implementing inclusion and diversity policies and procedures contributes to both 

an inclusive corporate culture and engagement of underrepresented employees.i  

While it has become gradually easier to make the business case for 

inclusion and diversity, corporate citizenship professionals need to 

orchestrate actions among many departments in order to reap 

the benefits of better employee performance and lower 

turnover overall.ii  Here are a few ways that 

corporate citizenship professionals 

can kick-start a conversation to 

operationalize inclusion 

across the business.

ccc.bc.edu

Are our buildings 
and facilities 

accessible to people 
with disabilities? Do we provide 

gender-neutral 
bathrooms and rooms 
for nursing mothers?

Are our products 
accessible to people 

with disabilities? 

How do you encourage 
diversity of thought in 
product development? 

What’s our brand 
messaging, both internal 

and external, around 
inclusion and diversity? 

Do we use images that 
represent people of 

different gender, race, 
age, sexual orientation, 

and ability in ads 
and marketing collateral?

Do we solicit employee 
feedback in order to 

understand and promote 
our inclusive culture?

Are we effectively 
communicating our inclusion 

and diversity story to customers 
across platforms, including 

social media?

How are we working 
toward equal pay 

across gender, race, 
age, sexual orientation, 

and ability?

Employees might not be 
aware of their own biases. 

Have you considered a 
company-wide Implicit 

Association Test? 

Diversity metrics are tied 
to business success. 

Do we include them in 
our annual reports? 

Are you recruiting 
entry-level talent 

from schools with 
diverse student 

populations?

Do you give 
preference or 

special support to 
suppliers from 

underrepresented 
groups?

Ethical sourcing matters. 
How well do you know your 

suppliers? Does your company 
offer support to suppliers regard-
ing inclusion topics? What kinds 
of information about inclusion 

practices are suppliers 
asked to provide?

Are inclusion and diversity 
included in employee learning 

and development plans, 
such as implicit bias training, 
lunch and learns, and other 
educational opportunities? 

How can we improve 
the job application 
process and reduce 

bias when in interviews 
and rating candidates?

Do you understand and 
value the business case 

for inclusion and 
diversity? Which data 

would help you support 
that case?

How do you make a 
conscious effort to 

model inclusive 
behavior?

Are senior leaders 
held accountable for 

non-inclusive actions, 
big and small?

Are we compliant with federal and 
local laws such as the American 
with Disabilities Act (ADA) and 

other protections against 
employee discrimination? 

Are you following updates to 
regulation on inclusion and 

diversity issues?

Sources
i Li, Y.; Perera, S.; Kulik, C.T.; and Metz, I. (2019). Inclusion climate: A multilevel 
investigation of its antecedents and consequences. Human Resources Management.

ii Boehm, S.; Kunze, F.; Bruch, H. (2013). Spotlight on Age-Diversity Climate: The 
Impact of Age-Inclusive HR Practices on Firm-Level Outcomes. Personnel Psychology
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Communicate value across departments
Corporate citizenship professionals play a key role in promoting diverse and inclusive practices across their 

companies. By partnering with other business units, you can support employee resource groups (ERGs), 

mentorship programs, and other initiatives that foster the connection, development, and advancement of 

underrepresented groups. As a citizenship leader you can connect with counterparts across the organiza-

tion to help develop and execute a strategy improving diversity, equity, and inclusion (DEI).

ccc.bc.edu

• Captioning 
videos/tech 
solutions for 
hearing 
impaired, etc.

• Translate content

• Ramps, 
elevators

• Maintenance

• Ensure inclusive 
benefits

• Monitor risk, 
compliance 
with laws

• Engage diverse 
suppliers

• Volunteering

• Team-building 
experience

• Skill-building 
opportunities

• Signal support

• Encourage 
diversity on lead 
team

• Formal diversity 
council

• Hiring and 
onboarding

• ERGs

• Innovation 
or cross-
functional teams

• Mentorship 
programs

• Diversity/
unconscious 
bias training

• Tell stories about 
company DEI

• Lead industry 
(position com-
pany as a leader, 
back with facts)

• Vary channels 
and message 
types

• Frequent 
policy 
communication

C-Suite/Leadership Human ResourcesSupply Chain Learning and 
Development

External
Communications

Internal 
Communications

IT Operations/
Physical Plant

LegalResearch and DesignAll

BENEFITS OF DEI
Highly diverse and inclusive 
businesses perform better on a 
variety of business dimensions, 
which corporate citizenship 
professionals should bring up 
in conversation with their 
colleagues across the firm. 

DEPARTMENTS 
INVOLVED
Depending on audience, cor-
porate citizenship professionals 
should emphasize benefit(s) 
of DEI that are most pressing 
to the department’s motivations 
and needs.

ACTIVITIES
Corporate citizenship 
professionals should 
explore ways to support 
and coordinate these 
activities, which are 
traditionally handled by 
other corporate 
departments. 

Value Drivers: Fast Facts
Publicly traded companies employ-

ing a workforce with diverse inherent
characteristics and managers with 
numerous cultural experiences are more 
likely to expand their market.i

Racially diverse management teams in
high growth potential industries initiate

more competitive actions such as new 
products, product improvements, price 
cuts, new advertising campaigns, and new 
market entries.ii

Employees are more engaged when
they feel valued for their distinct contri-

butions and are given equal opportunity to 
perform and develop. Increased engage-
ment reduces turnover, which, in turn, tran-
slates to increased customer satisfaction.iii

Innovation Employee EngagementTalent AttractionCompany Financial Performance Company Reputation Lower RiskCustomersMarket Share

Value Drivers: Fast Facts
i Center for Talent Innovation. (2013). Innovation, diversity, and market 

growth. Retrieved from http://www.talentinnovation.org/
_private/assets/IDMG-ExecSummFINAL-CTI.pdf

ii Andrevski, G., Richard, O. C., Shaw, J. D., & Ferrier, W. J. (2014). Racial 
diversity and firm performance: The mediating role of competitive 
intensity. Journal of Management, 40, 820-844.

iii Kaplan, D. M., Wiley, J. W., & Maertz, C. P., Jr. (2011). The role of 
calculative attachment in the relationship between diversity climate and 
retention. Human Resource Management, 50, 271-287.

Company Financial Performance
a. Andrevski, G., Richard, O. C., Shaw, J. D., & Ferrier, W. J. (2014). Racial 

diversity and firm performance: The mediating role of competitive 
intensity. Journal of Management, 40, 820-844.

b. Roberson, Q. M., & Park, H. J. (2007). Examining the link between 
diversity and firm performance: The effects of diversity reputation and 
leader racial diversity. Group & Organization Management, 32, 548-568.

Market Share
a. (Competitive advantage) Andrevski, G., Richard, O. C., Shaw, J. D., & 

Ferrier, W. J. (2014). Racial diversity and firm performance: The 
mediating role of competitive intensity. Journal of Management, 40, 
820-844

b. (New markets) Center for Talent Innovation. (2013). Innovation, 
diversity, and market growth. Retrieved from https://www.talen-
tinnovation.org/assets/IDMG-ExecSummFINAL-CTI.pdf

Company Reputation
a. Bear, S., Rahman, N., & Post, C. (2010). The impact of board 

diversity and gender composition on corporate social responsibility 
and firm reputation. Journal of Business Ethics, 97, 207-221.

Innovation
a. Center for Talent Innovation. (2013). Innovation, diversity, and 

market growth. Retrieved from http://www.talentinnovation.org/_pri-
vate/assets/ IDMG-ExecSummFINAL-CTI.pdf

Customers
a. McKay, P. F., Avery, D. R., Liao, H., & Morris, M. A. (2011). Does diversity 

climate lead to customer satisfaction? It depends on the service climate 
and business unit demography. Organization Science, 22, 788-803.

Talent Attraction
a. Herring, C. (2009). Does diversity pay?: Race, gender, and the business 

case for diversity. American Sociological Review, 74, 208-224.
b. Center for Talent Innovation. (2013). Innovation, diversity, and market 

growth. Retrieved from http://www.talentinnovation.org/_private/assets/ 
IDMG-ExecSummFINAL-CTI.pdf

Employee Engagement
a. Kaplan, D. M., Wiley, J. W., & Maertz, C. P., Jr. (2011). The role of calculative 

attachment in the relationship between diversity climate and retention. 
Human Resource Management, 50, 271-287.

Lower Risk
a. (intangible value) Ocean Tomo. (2015). Annual study of intangible asset 

market value from Ocean Tomo, LLC. Retrieved from http://www.oceanto-
mo.com/2015/03/04/2015-intangible-asset-market-value-study/
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hearing 
impaired, etc.

• Translate content

• Ramps, 
elevators

• Maintenance

• Ensure inclusive 
benefits

• Monitor risk, 
compliance 
with laws

• Engage diverse 
suppliers

• Volunteering

• Team-building 
experience

• Skill-building 
opportunities

• Signal support

• Encourage 
diversity on lead 
team

• Formal diversity 
council

• Hiring and 
onboarding

• ERGs

• Innovation 
or cross-
functional teams

• Mentorship 
programs

• Diversity/
unconscious 
bias training

• Tell stories about 
company DEI

• Lead industry 
(position com-
pany as a leader, 
back with facts)

• Vary channels 
and message 
types

• Frequent 
policy 
communication

C-Suite/Leadership Human ResourcesSupply Chain Learning and 
Development

External
Communications

Internal 
Communications

IT Operations/
Physical Plant

LegalResearch and DesignAll

BENEFITS OF DEI
Highly diverse and inclusive 
businesses perform better on a 
variety of business dimensions, 
which corporate citizenship 
professionals should bring up 
in conversation with their 
colleagues across the firm. 

DEPARTMENTS 
INVOLVED
Depending on audience, cor-
porate citizenship professionals 
should emphasize benefit(s) 
of DEI that are most pressing 
to the department’s motivations 
and needs.

ACTIVITIES
Corporate citizenship 
professionals should 
explore ways to support 
and coordinate these 
activities, which are 
traditionally handled by 
other corporate 
departments. 

Value Drivers: Fast Facts
Publicly traded companies employ-

ing a workforce with diverse inherent
characteristics and managers with 
numerous cultural experiences are more 
likely to expand their market.i

Racially diverse management teams in
high growth potential industries initiate

more competitive actions such as new 
products, product improvements, price 
cuts, new advertising campaigns, and new 
market entries.ii

Employees are more engaged when
they feel valued for their distinct contri-

butions and are given equal opportunity to 
perform and develop. Increased engage-
ment reduces turnover, which, in turn, tran-
slates to increased customer satisfaction.iii

Innovation Employee EngagementTalent AttractionCompany Financial Performance Company Reputation Lower RiskCustomersMarket Share

Value Drivers: Fast Facts
i Center for Talent Innovation. (2013). Innovation, diversity, and market 

growth. Retrieved from http://www.talentinnovation.org/
_private/assets/IDMG-ExecSummFINAL-CTI.pdf

ii Andrevski, G., Richard, O. C., Shaw, J. D., & Ferrier, W. J. (2014). Racial 
diversity and firm performance: The mediating role of competitive 
intensity. Journal of Management, 40, 820-844.

iii Kaplan, D. M., Wiley, J. W., & Maertz, C. P., Jr. (2011). The role of 
calculative attachment in the relationship between diversity climate and 
retention. Human Resource Management, 50, 271-287.

Company Financial Performance
a. Andrevski, G., Richard, O. C., Shaw, J. D., & Ferrier, W. J. (2014). Racial 

diversity and firm performance: The mediating role of competitive 
intensity. Journal of Management, 40, 820-844.

b. Roberson, Q. M., & Park, H. J. (2007). Examining the link between 
diversity and firm performance: The effects of diversity reputation and 
leader racial diversity. Group & Organization Management, 32, 548-568.

Market Share
a. (Competitive advantage) Andrevski, G., Richard, O. C., Shaw, J. D., & 

Ferrier, W. J. (2014). Racial diversity and firm performance: The 
mediating role of competitive intensity. Journal of Management, 40, 
820-844

b. (New markets) Center for Talent Innovation. (2013). Innovation, 
diversity, and market growth. Retrieved from https://www.talen-
tinnovation.org/assets/IDMG-ExecSummFINAL-CTI.pdf

Company Reputation
a. Bear, S., Rahman, N., & Post, C. (2010). The impact of board 

diversity and gender composition on corporate social responsibility 
and firm reputation. Journal of Business Ethics, 97, 207-221.

Innovation
a. Center for Talent Innovation. (2013). Innovation, diversity, and 

market growth. Retrieved from http://www.talentinnovation.org/_pri-
vate/assets/ IDMG-ExecSummFINAL-CTI.pdf

Customers
a. McKay, P. F., Avery, D. R., Liao, H., & Morris, M. A. (2011). Does diversity 

climate lead to customer satisfaction? It depends on the service climate 
and business unit demography. Organization Science, 22, 788-803.

Talent Attraction
a. Herring, C. (2009). Does diversity pay?: Race, gender, and the business 

case for diversity. American Sociological Review, 74, 208-224.
b. Center for Talent Innovation. (2013). Innovation, diversity, and market 

growth. Retrieved from http://www.talentinnovation.org/_private/assets/ 
IDMG-ExecSummFINAL-CTI.pdf

Employee Engagement
a. Kaplan, D. M., Wiley, J. W., & Maertz, C. P., Jr. (2011). The role of calculative 

attachment in the relationship between diversity climate and retention. 
Human Resource Management, 50, 271-287.

Lower Risk
a. (intangible value) Ocean Tomo. (2015). Annual study of intangible asset 

market value from Ocean Tomo, LLC. Retrieved from http://www.oceanto-
mo.com/2015/03/04/2015-intangible-asset-market-value-study/
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Based in the Carroll School of Management, the Boston College  

Center for Corporate Citizenship combines the most valuable aspects  

of a professional community and the resources of a leading academic 

institution for our members. We integrate the perspectives and  

experience of some of the leading corporate citizenship professionals  

in the field today with management best practices, helping you align 

your corporate citizenship objectives and business goals. Center  

resources support positive outcomes for your functional area, your 

organization as a whole, and for you as a leader.

140 Commonwealth Ave., Chestnut Hill, MA 02467  |  t: 617 552 4545  f: 617 552 8499  e: ccc@bc.edu

KNOW MORE. 
DO MORE. 
ACHIEVE MORE.

ccc.bc.edu
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