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Diversity & Inclusion

Diversity and inclusion programs have long been the domain

of human resources departments; only recently has the role ®fresent dimensions that are acquired or change over

roorat itizenshi roaram me to the forefront of th the course of a lifetime, such as military experience or
corporate cluzenship programs come to the forerront o e education. It is the combinations of these attributes that

conversation. Now, companies are not only seeking to achieweke us unique.
Diversity is about di erences. Inclusion is the way

the business bene ts that are associated with diverse em-  these di erences are harnessed and brought together to
r'eép the greatest possible value—for companies and

are . L . .
society, and for individuals. Inclusive environments

also working to e ect positive social change to ensure the  respect and facilitate connections, making it possible

ployee populations and successful inclusion programs, but

future growth of both the national and global economy.



Stronger financial performance, including increased
market share When companies embrace a wider
array of talent, they gain access to broader consumer
demographics, especially when diverse employees
are supported by culturally experienced leaders. A
2013 study found that publicly traded companies
that employed a workforce with diverse inherent
characteristics and managers with numerous
cultural experiences are more likely to expand their
market.® Employees at these companies are 70
percent more likely than employees at non-diverse
publicly traded companies to report that their rm
captured a new market in the proceedig 12 months,
and 45 percent more likely to report that their rm
improved market share in that same time frame.



https://ccc.bc.edu/content/ccc/reports/corporate-citizenship-state-of-corporate-citizenship-2017html.html
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Effective diversity and inclusion that bolsters the
bottom line. Research has consistently shown a
positive relationship between corporate citizenship
activities and nancial performance. A 2013 study
found that those who performed well in social
initiatives—including diversity—had better

nancial performance.® Adopting diversity and
inclusion as a corporate citizenship initiative proves
to be a win-win: The intangible value that com-
panies accrue from diversity and inclusion pro
grams leads to a better bottom line. In 2014,
researchers found that companies led by diverse
management teams are more likely to take competi
tive actions, resulting in increased market share and
pro ts. 1A rm’s external diversity reputation can
also contribute to nancial performance. By
examining the nancial data of rms consistently
listed on Fortune magazine’s annual list of the best
companies for minorities, researchers found that
positive diversity reputations are associated with
higher rm value. A similar investigation of
Diversitylnc's Top 50 Companies for Diversity list
found that positive diversity reputations are
correlated with improved market performance, an
e ect that persists and strengthens over timé&.



to be vital*¥ That said, 95 percent of those surveyed
believed that adding diversity was at least somewhat
important (see Figure 4). The majority reported that
diversity leads to enhanced board e ectiveness and
company performance, and listed a lack of quali ed
candidates as the top impediment to increasing
board diversity.

Companies that do make the e ort to prioritize
diversity and inclusion at the top reap signi cant
rewards. In a 2011 study, researchers found that
companies with the highest proportion of women on
their boards earn a 26 percent higher return on
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Based in the Carroll School of Managemgthie 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 eld today
with management best practices, helping you align your corporate
citizenship objectives and business goals. We also conduct ongoing

research, which is available to members through weekly, monthly, and
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