B C BOSTON COLLEGE

CENTER FOR CORPORATE CITIZENSHIP
CCC CARROLL SCHOOL OF MANAGEMENT

Diversity, Equity, and Inclusion
Advisory Board

F
.

2024 Bulletin ccc.bc.edu



DIVERSITY EQUITY AND INCLUSION ADVISORY BOARD BULLETIN 2024

TABLE OF
CONTENTS

Letter From the Chair

—

3 Meet the Contributors
4 Legal Challenges to Affirmative Action
Implications for Corporations

9 Does Your Commitment to DEI Include Making Your EEO-1 Data Public?
15 Drafting Statements on Social Issues
19 Pay Equity

21 Why DEI Continues to Be Important
22 The Punchlist

23 References

© Copyright 2024 Boston College Center for Corporate Citizenship. All rights reserved.
This publication was prepared by Boston College Center for Corporate Citizenship and

may not be reprinted without permission.




BOSTON COLLEGE CENTER FOR CORPORATE CITIZENSHIP CARROLL SCHOOL OF MANAGEMENT

Letter From the Chair

Dear Esteemed Colleagues,

As the co-chairs of the Advisory Board on Diversity, Equity, and
Inclusion (DEI), we appreciate that affirmation we have heard from
many of you regarding the critical importance of DEI to business
success. In a world that is increasingly interconnected and diverse, it
is imperative that we, as corporate leaders, prioritize creating inclusive
and equitable environments within our organizations.

Recent events have underscored the urgent need for change and the
role that corporations must play in driving progress. The racial inequi-
ties laid bare by the pandemic, coupled with the ongoing struggle for
racial and gender equality, have highlighted the systemic barriers that
continue to hinder equity. It is our responsibility to create spaces
where every individual, regardless of their background, can thrive,
contribute, and achieve their fullest potential.

Achieving inclusion is not only a societal imperative, but also a
business need. Multiple studies suggest that diverse and inclusive
companies outperform their peers in terms of innovation, employee
engagement, and financial performance. By fostering a culture that
values and celebrates diversity, we can tap into a wider pool of talent,
perspectives, and ideas, ultimately driving our organizations forward.

Making commitments to achieve these goals is a start. We must
also take concrete actions to embed these principles into the very
fabric of our organizations. This includes setting measurable goals,
providing training and resources, and holding ourselves accountable
for progress. It also means actively listening to and amplifying the
voices of those who have traditionally been underrepresented and
marginalized.

This year, we have had an unfortunately large number of opportu-

nities to hear from specific groups about how they have experienced
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discrimination or exclusion. We know that this puts an additional burden of
care and emotional drain on those of us who are facilitating these listening
sessions. Being part of a community of professionals like this group has
provided a forum to share our experiences and strategies for moving for-
ward and hear from experts on particular aspects of our work. This briefing
is intended to share with our community information and insights we have
had the opportunity to access through our Advisory Board.

As corporate leaders, we have a unique platform to lead by example.
Together, we can build a more just, equitable, and inclusive future for all.
Let us seize this moment and commit to making DEI a core value in all that
we do. The journey ahead may be challenging, but the rewards—for our
employees, our companies, and society as a whole—are immeasurable. Join

us.

Sincerely,

HEDIEH FAKHRIYAZDI

Co-Chair, Advisory Board on Diversity, Equity, and Inclusion
Chief Diversity Officer

White & Case LLP

KELLI E. PALMER

Co-Chair, Advisory Board on Diversity, Equity, and Inclusion
Chief Employee Experience Officer
WillowTree, a TELUS International Company
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Legal Challenges to Affirmative Action

firmative action has been challenged in a way that has all DEI

professionals on high alert. With the recent Supreme Court of
the United States (SCOTUS) decision in Students for Fair Admis-
sions, Inc. (SFA) v. President & Fellows of Harvard College (Harvard)
and SFA v. University of North Carolina (UNC), the court held that
the admissions programs of both Harvard and UNC violated the
Equal Protection Clause of the 14th Amendment, effectively overturn-
ing the precedents set by previous landmark cases.

The debate surrounding affirmative action in college admissions can be traced back
to the 1978 case of Regents of the University of California v. Bakke. This case intro-
duced the concept of diversity as a valid educational goal in university admissions, with
four justices holding that the use of race as one criterion in admissions decisions was
constitutionally permissible.? The Bakke decision laid the groundwork for considering
race as a factor in admissions, but it also prohibited the use of racial quotas.

In 2003, the Grutter v. Bollinger case reinforced the Bakke ruling. The Supreme
Court applied strict scrutiny to conclude that public schools may consider an appli-
cant’s race as one factor among many in making an admission decision.> The court
held that the University of Michigan Law School’s narrowly tailored use of race in
admissions decisions furthered a compelling interest in obtaining the educational
benefits that flow from a diverse student body.

Though this decision is centered on higher education, this shift in legal interpreta-
tion has raised questions about the future of affirmative action and its impact on
diversity initiatives in all businesses. It has also emboldened some state lawmakers to
pursue anti-DEI legislation.

Private enterprises and their DEI initiatives are concerned about the additional
scrutiny and litigation that may be focused on company-sponsored scholarship, intern-
ship, and other pipeline programs focused on attracting a more diverse and representa-

tive workforce. Corporate social responsibility (CSR) professionals are now focusing on

protecting their work and advancing the field considering these new developments.
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BILLS INTRODUCED EITHER IN SUPPORT OF OR AGAINST
INTEGRATING ESG PRINCIPLES INTO INVESTMENT DECISIONS

@ Blue state' that has considered pro-ESG legislation in 2023 @ ‘Blue state’ that has considered anti-ESG legislation in 2023
@ ‘Red state' that has considered anti-ESG legislation in 2023 @ ‘Red state’ that has enacted anti-ESG legislation 2023

Source: Harvard Law School Forum on Corporate Governance, State Net
FIGURE
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Implications for Corporations

‘ x Ihile the recent SCOTUS decisions are focused primarily on

university settings and diversity in education, assertions that
the ruling renders all race-conscious actions by private employers
unlawful are not explicitly supported by the opinion itself. Recent
Supreme Court cases have illustrated the court’s nuanced approach
toward race-conscious acts outside the university domain, suggest-
ing that the ruling’s applicability in non-university settings may be
more complex.

Beyond diversity, private employers
may still have other viable rationales to ‘ ‘

consider race in certain contexts, such . _
It remains lawful for employers to implement

as remedying past discrimination, o S o
diversity, equity, inclusion, and accessibility
programs that seek to ensure workers of all

backgrounds are afforded equal opportunity

addressing workplace imbalances, or
tulfilling mission-driven objectives.

These rationales might still be permis-

sible under the law, providing organiza- in the workplace.”
tions with alternative avenues to pur- CHARLOTTE A. BURROWS
sue their DEI goals. EEOC Chair

. . on Supreme Court Ruling on College Affirmative
Firms must carefully navigate the P e ¢
Action Programs

potential legal implications of the

recent Supreme Court decision when

assessing their DEI initiatives. The
level of risk tolerance associated with
these programs should be a primary consideration. Initiatives that explicitly exclude
or identify participants based on race may face higher legal risks. To mitigate poten-
tial legal challenges, practitioners running DEI programs should consult with their
legal departments to thoroughly assess the legal risks associated with their specific
initiatives. This collaboration can help ensure compliance with the evolving legal

landscape and minimize the likelihood of legal opposition. It is worth noting that

legal scrutiny varies between gender-specific and race-specific initiatives, with gen-
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2022 2024 2027

Diversity, equity, and inclusion

Employee health and wellness
Sustainable use of natural resources
ESG reporting

Employee safety

Data protection and privacy

Monitoring supply chain (sustainability)

Disaster preparedness/relief/recovery

Corporate giving

Source: Boston College Center for Corporate Citizenship. (2024). State of Corporate Citizenship 2024.

FIGURE 2

Executive Perspective: Corporate Citizenship Priorities—Past, Present, and Future

This chart compares corporate executives’ current priorities to those of the previous study and predicts what
the landscape might look like going forward. DEI was the top priority among executive respondents back in
2022 as well as in 2024, and this trend is expected to continue in 2027. Looking down the list, none of the
practices are going away, but which command the greatest prioritization changes from study to study.

der-focused affirmative action potentially encountering less legal opposition com-
pared to race-based programs. As such, firms should carefully evaluate the specifics
of their DEI efforts and work closely with legal experts to navigate this complex issue.

Additionally, considering whether potential plaintiffs have standing to sue, mean-
ing they were directly affected by a program’s exclusion, is crucial. This can help
mitigate the risk of legal action, as individuals without standing may not have
grounds for a lawsuit. Firms should carefully evaluate their DEI programs to identify
areas of vulnerability and take proactive steps to ensure compliance with the evolving
legal landscape.

While the Harvard case may limit the use of race as a factor in university settings,
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companies can still argue for the importance of diversity in improving representa-

tion, product development, and financial performance. The business case for diversi-

ty, supported by research showing that diverse organizations perform better, re-

mains a compelling argument. As a business interest, DEI would likely be more

secure from attack, as the court has historically been protective of business interests.

Companies should closely monitor legal developments and adapt their DEI strategies

accordingly to ensure compliance and continue fostering diverse and inclusive

workplaces.

ADVICE FROM THE BOARD

Companies should consider what their differ-
entiated employee value proposition is. Are
their benefits comprehensive and inclusive;
for instance, parental leave for non-gestating
parents, IVF support, grief leave for kinfolk
outside of immediate family members as
needed in certain communities? Additionally,
examining internal processes such as hiring
and development with a lens to bias mitiga-
tion can help remove barriers to recruiting,
retaining, and developing team members,

particularly from equity-seeking groups.

ADVICE FROM THE BOARD

Recruiting and retention are grounded in
sentiments and experiences of inclusion
and belonging. When someone is consider-
ing an employer, they are asking themselves
if they feel as though they will belong.
When evaluating whether they will stay at a
company, they are considering when they
do belong. Cultures of inclusion and

belonging are not what companies say they

are, but rather what employees experience.




Does Your Commitment to DEI Include
Making Your EEO-1 Data Public?

As companies face increasing pressure to demonstrate their
commitment to DEI, the decision to publicly disclose EEO-1
data has become a critical consideration. While transparency around
workforce composition can offer numerous benefits, companies
must also navigate the complex landscape of legal, reputational, and
political risks. This article explores the challenges and opportunities
associated with disclosing EEO-1 data and provides guidance for
companies seeking to make informed decisions.

EEO-1 data refers to the demographic information companies are required to report
annually to the U.S. Equal Employment Opportunity Commission (EEOC)5. This
data provides a breakdown of a company’s workforce by gender, race, and ethnicity
across various job categories. Private employers with 100 or more employees and

federal contractors with 50 or more employees are required to submit EEO-1 reports
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Source: BCCCC analysis of publicly available EEO1 data reported by 287 companies 2019-21.

FIGURE 3

Men in the Workforce by Race/Ethnicity: Executives vs Total Workforce

How to Read: BCCCC conducted a review of publicly available EEO-1 data among 287 companies. Demographic profiles below
the line are underrepresented when indexed against overall employee demographic profiles. Demographic profiles above the
line are overrepresented when indexed against overall employee demographic profiles.

annually. The EEOC uses this data to enforce federal anti-discrimination laws and to
analyze employment patterns.

The decision to disclose EEO-1 data can have significant implications for compa-
nies. Transparency around workforce composition can help build trust with stake-
holders, attract diverse talent, and demonstrate progress toward DEI goals. Research
has also shown that companies with more diverse leadership teams tend to outper-
form their less diverse peers financially.

In recent years, there has been a growing demand from investors, employees, and

the public for companies to voluntarily disclose this data as a means of demonstrat-
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ing their commitment to DEI. In a recent study conducted by JUST Capital, the
number of Russell 1000 companies that publicly disclose intersectional data detail-
ing gender, race, and ethnicity by job category from their EEO-1 reports or equivalent
has grown substantially, from 3% in 2019 to 34% in 2022.® Companies typically
share their EEO-1 data through various channels, including environmental, social,
and governance (ESG) reports, DEI reports, and dedicated webpages on their corpo-
rate websites.

Moreover, the study found that companies that publicly disclosed EEO-1 or equiva-
lent data delivered higher returns than those that didn’t disclose, outperforming by
7.9% over the trailing one-year period ending in 2022.7 This finding suggests that
investors are increasingly viewing workforce diversity and transparency as a key
factor in assessing a company’s long-term value and risk profile.

However, companies must also consider the potential risks associated with disclos-
ing EEO-1 data. In a highly politicized environment, companies may fear backlash or
legal challenges if their data reveals disparities in representation or promotion rates.
Some companies have expressed concerns about reverse discrimination lawsuits or
being targeted by media outlets seeking to highlight DEI shortcomings. Additionally,
companies may worry that disclosing EEO-1 data could expose them to competitive
disadvantages if their workforce composition is not as diverse as their peers’.

The decision-making process around

ADVICE FROM THE BOARD

EEO-1 data disclosure is heavily influenced
by public perception and fear of backlash.

In today’s social media-driven world, Companies need to consider succession plans
companies are acutely aware of the poten- and talent pipelines. You can tell the future
tial for negative publicity and reputational demographics of a company’s leadership by
damage if their DEI efforts are perceived as looking at succession plans and asking, “Who
inadequate or insincere. This fear of back- is and who isn’t being developed?”

lash can lead to a reluctance to disclose
EEO-1 data, particularly if the data reveals
significant disparities or a lack of progress toward DEI goals.

Moreover, the highly politicized nature of DEI issues can make companies hesitant
to take a public stance on these topics. In an environment where DEI initiatives are
often framed as divisive or controversial, companies may worry that disclosing EEO-1
data could alienate certain stakeholders or invite political backlash. This fear of

political backlash can be particularly acute for companies operating in industries or
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regions where DEI issues are highly contested.

Despite the challenges, many companies are choosing to move forward with EEO-1

data disclosure as a means of advancing their DEI efforts and building trust with

stakeholders. To navigate this process effectively, companies should consider the

following actions:

I.

ADVICE FROM THE BOARD

Engage stakeholders: Consult with employees, investors, and other key stakehold-
ers to understand their expectations and concerns around EEO-1 data disclosure.
Consider conducting surveys, focus groups, or town hall meetings to gather feed-

back and build support for transparency.

. Assess risks and opportunities: Conduct a thorough analysis of the potential legal,

reputational, and political risks associated with disclosure, as well as the poten-
tial benefits in terms of talent attraction, investor relations, and brand reputation.
Work with legal counsel to ensure that disclosure practices comply with relevant

laws and regulations.

. Develop a communication strategy: Prepare a clear and transparent communi-

cation plan to accompany the release of EEO-1 data, emphasizing the company’s
commitment to DEI and the actions being taken to address any disparities. Con-
sider providing context around the data, such as industry benchmarks or historical
trends, to help stakeholders interpret the information.

4. Benchmark against peers: Review the
disclosure practices of peer companies to

understand industry norms and identify

Creating transparency around goals and best practices. Consider participating in

successes are pivotal in dismantling fear or industry coalitions or working groups fo-

misunderstanding and creating DEI champions. cused on advancing DEI transparency and
standardization.

5. Focus on progress: Emphasize the com-
pany’s progress toward DEI goals over time, rather than solely focusing on current
representation levels. Set clear, measurable targets for improving workforce diversi-
ty and regularly report on progress toward those goals.

For companies, the decision to disclose EEO-1 data presents both challenges and

opportunities. Transparency around workforce composition can help build credibility
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and trust with employees and other stakeholders. It can also provide a powerful tool
for driving accountability and progress toward DEI goals. By regularly reporting on
workforce demographics, companies can identify areas for improvement, track
progress over time, and make data-driven decisions about resource allocation and
program design.

However, companies must also be prepared to navigate the potential risks and
backlash associated with disclosure. This may require working closely with legal,
HR, and communications teams to develop a strategic approach that balances trans-
parency with risk mitigation. It may also require engaging in difficult conversations
with leadership and other stakeholders to build support for disclosure and to address
any concerns or resistance.

To effectively encourage more transparency about your company’s workforce, DEI

professionals should consider the following actions:

1. Stay informed: Keep abreast of the latest developments related to your company’s
recruitment, hiring, and promotion practices, including the teams responsible for
disclosing your EEO-1 data.

2. Educate and engage: Raise awareness among internal stakeholders, including
senior management and the board, about the importance of data transparency and
how transparency can benefit the company by attracting talent.

3. Collaborate cross-functionally: Work closely with HR, legal, and communications
teams to ensure coordinated disclosure practices and effective response to any
potential criticism.

4. Drive innovation: Use EEO-1 data to identify areas for improvement and leverage
the company’s DEI commitment as a catalyst for innovation, positioning the com-

pany as a leader in DEL.

Ultimately, the decision to disclose EEO-1 data is a complex one that requires careful
consideration of the unique risks and opportunities facing each organization. While
transparency around workforce composition can offer numerous benefits, companies
must also navigate the challenges of a highly politicized and rapidly evolving land-
scape. By engaging stakeholders, assessing risks and opportunities, developing a

clear communication strategy, benchmarking against peers, and focusing on prog-

ress, companies can use EEO-1 data disclosure as a powerful tool for advancing the
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hiring, retention, and promotion of their
workforce and building trust with stakehold-
ers.

For DEI leaders, managing the disclosure
process requires a strategic and collaborative
approach that balances transparency with
risk mitigation and uses data to drive mean-
ingful action and progress toward a more
diverse, equitable, and inclusive workplace.
As more companies embrace transparency
and standardization around EEO-1 data
disclosure, DEI professionals have an oppor-
tunity to lead the way in driving positive
change and demonstrating the business
case for diversity and inclusion. By proactive-
ly addressing the challenges and opportuni-
ties associated with EEO-1 data disclosure,
companies and DEI professionals can help to

create a more equitable and inclusive future
for all.

ADVICE FROM THE BOARD

Recruiting and retention are grounded in
sentiments and experiences of inclusion and
belonging. When someone is considering an
employer, they are asking themselves if they
feel as though they will belong. When
evaluating whether they will stay at a company,
they are considering when they do belong.
Cultures of inclusion and belonging are not
what companies say they are, but rather what

employees experience.

Beyond internal company rhetoric/
marketingcompanies need to evaluate
employee experiences (across the employee

lifecycle) thoughtfully and rigorously.
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Drafting Statements on Social Issues

Thinking about speaking out on a certain social issue?
Ask yourself:

Does the issue directly affect the company’s operations or the communities it serves?
When considering whether to speak out on social issues, first consider how the issue
in question impacts the company’s supply chain, production processes, distribution
channels, and its employees. Furthermore, consider the extent to which the issue
affects the welfare, safety, or well-being of the communities in which the company
operates. Speaking out on social issues that impact a company’s ability to attract and
retain talent or prevent damage to the firm’s bottom line might be in line with
expectations of stakeholders, but consider how speaking out might affect the busi-
ness as well.

Does the issue pose a threat to or resonate with the company’s core values
and mission?

Consider whether the issue contradicts or

ADVICE FROM THE BOARD

undermines the principles and beliefs that

the company prioritizes. Does the company

have a record of successfully advocating for We focus more on our internal actions and

or addressing similar issues? Whether the communications than external commentary.
issue aligns with the company’s stated Overall, any response, internal or external, has
mission, vision, and guiding principles is been received positively. There is a continuum
critical for deciding if a statement needs to between saying too much and not saying

be drafted. If the potential impact of the enough—we endeavor to seek equilibrium and
issue on the company’s reputation and brand strive to ensure our words match our actions
identity has the potential to be large, ad- and what our employees are experiencing.

dressing the issue might be worthwhile for

the long-term strategic goals and objectives

of the company.
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Can the company authentically and effectively influence the issue at hand?

Keep in mind the difference between whether a company should speak out on a
certain social issue and whether or not it can. The company needs to have the exper-
tise, resources, and capabilities relevant to the issue for the statement to be authentic
and influential. While a certain social issue might be relevant to the firm’s mission
and strategic objectives, the company might not have the resources necessary to
achieve the desired outcomes. Before speaking out, the company needs to be sure
that its actions are likely to result in meaningful and positive change regarding the
issue, as anything to the contrary can undermine brand reputation and upset stake-
holders.

Is there alignment between the decision to speak out and the perspectives of both
internal and external stakeholders?

The decision to speak out on a particular social issue cannot come from a select few.
Social statements have potential to impact the company’s relationship with key
stakeholders, including trust, loyalty, and brand perception. Make an attempt to
gauge whether the company’s employees, management, and board members support
or oppose the issue. Consider whether there is a consensus or disagreement among
such stakeholder groups, and think about the implications for the company’s suppli-
er, partners, and other stakeholders as well. If you've responded to a similar issue in
the past, consider the successes and failures and take the time to think about how the

repercussions could affect the relationships the company has with both internal and

external stakeholders.
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What are the steps for drafting a statement on social issues?

1 Develop (and refine) a systematic framework for assessing when to draft a
statement on social issues.

Define specific criteria or factors that will be used to evaluate whether a
social issue warrants a statement from the company. Consider factors related to the
company’s stakeholders, mission, and ability to authentically cause change. Ensure
all key stakeholders within the organization are involved to garner buy-in, and assess
the timing of addressing the social issue carefully. Some social issues demand an
immediate response, while others may benefit from a more measured and systemat-
ic approach. Regularly review and refine the framework to ensure its effectiveness

and ability to adapt to stakeholder expectations over time.

Connect the rationale behind speaking out with the company’s stated

2 mission, purpose, or objectives.

Clearly articulate the connection between the company’s mission, pur-
pose, or objective and the decision to speak out on the social issue. Integrate the
rationale for speaking out into the company’s broader CSR strategy and ensure that
addressing the issue aligns with existing initiatives and commitments. Be sure to
emphasize how the company’s stance on a particular social issue reflects shared
values with stakeholders, including customers, employees, and the community, to

help foster alignment.

3 Secure support and alignment from stakeholders before publicly address-
ing the issue to bolster credibility.

Work to build stakeholder consensus around the company’s proposed

stance on social issues to prevent internal divides. Solicit input and feedback from
stakeholders such as employees, board members, the community, and even suppliers
to ensure their perspectives are considered in the decision-making process. Consider
collaborating with external partners, such as advocacy groups or industry associa-
tions, to amplify the company’s message. Ensure that the company is continuously

monitoring stakeholder feedback and sentiment regarding the statement on the

social issue, and be prepared to adapt the approach as needed to address shifting
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expectations.

Prioritize transparency by acknowledging any contributions the company

may have made to exacerbate the issue and outline concrete steps for
remediation.

If necessary, begin by acknowledging any past actions or contributions that the
company may have made to exacerbate the social issue. Even if it may be difficult to
admit, being transparent about the company’s role can help avoid “social-washing”
the extent of the company’s impact and subsequent statement. Clearly outline con-
crete steps that the company plans to take to remediate the issue, and set clear goals
and timelines for implementing such efforts. Regularly communicate updates on the
company’s progress to maintain stakeholder trust and confidence in the company’s

commitment to making meaningful change.

Exercise careful consideration regarding the individuals responsible for

drafting the statement and the language therein.

Select individuals with expertise in communication, public relations, and the specific
social issue at hand to draft the statement and ensure that it is well-informed. Collab-
orate across departments within the company such as legal, communications, and
marketing to ensure that the statement reflects a holistic understanding of the issue
and aligns with the company’s overall strategy, not just its CSR goals. Conduct thor-
ough reviews of the drafted statement, incorporating feedback from internal and

external stakeholders as needed. Revise the language as necessary to address any
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Pay Equity

he wage disparity between women and men has been well

documented for decades and across many U.S. industries.
Overall, salaried women who work full time earn 83.4% of what
male full-time wage and salary workers earn.® The trend even holds
true among corporate citizenship professionals: Our research has
found that among the reported median salaries of respondents in
the U.S., women earn just 88% of what men earn in corporate citi-
zenship roles.® Although this gender wage gap has improved over
time, it has flattened out in recent years.

Historically, a pay gap is also evident among people of color when their
salaries are compared to the salaries of White men. This is true across the salaries of
both men and women in the U.S., with the widest gap existing for Black individuals,
who earn 75% of White individuals’ pay in median hourly earnings. On average,
hourly wages for Black and Hispanic men are $15 and $14, respectively, compared
with $21 for White men. Only the hourly earnings of Asian men ($24) are higher.”

The explanation of the pay gap is complex. A 2015 study argues that 33% of the
gender pay gap in the U.S. is “unexplained” and potentially caused by workplace
gender bias.”” In recent years, companies have more openly communicated their pay
policies and remuneration levels to the public. The growing trend of companies
reporting pay equity data offers an opportunity for DEI practitioners to advocate for
transparency.

Companies often use two key measures when reporting their pay data: the mean
and the median. Because the mean pay gap is more sensitive to extreme values (such
as very high or very low salaries), the median pay gap is generally preferred for
reporting purposes, as it represents the middle value in a dataset and is less sensitive
to outliers. As such, the median a more stable and reliable measure of the typical pay
gap experienced by most employees. Additionally, using the median aligns with best
practices and regulatory guidance, such as the UK’s Gender Pay Gap Information
Regulations™, which specify that companies should report median hourly pay gaps

and median bonus pay.




By comparing the mean pay gap to the median, organizations can identify the
impact of high earners on overall pay disparities and assess potential “glass ceiling”
effects, wherein certain groups may be underrepresented in high-paying leadership
positions. This allows for a more comprehensive picture of their pay equity situation
and demonstrates their commitment to transparency and fairness. Such an approach
enables organizations to identify areas for improvement, develop targeted strategies
to address disparities, and track progress over time. As more companies adopt report-
ing on their racial and gender pay gaps and work toward closing the pay gap through
initiatives such as training programs and employee resource groups (ERGs), we can
expect to see greater strides toward achieving genuine pay parity across gender, race,
and ethnicity in the workplace.
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ADVICE FROM THE BOARD

\WHY DEI CONTINUES TO BE IMPORTANT

“People fear what they don’t understand and
hate what they cannot conquer.”

This quote is integral to DEI work in many ways,
and it especially applies when getting stakeholders
on board with DEI efforts. Rightfully so, the work in
this field is centered on marginalized and disen-
franchised people, but we must be very intentional
that everyone, especially the majority and/or allies,
understands their role in cultivating an inclusive

culture, as well as why these efforts are in place.

Inclusion starts with | and includes US (literally).
Everyone is diverse in multiple ways, and everyone
wants to be treated equitably. It is crucial that
majority members of an organization see them-
selves as part of DEI just as much as minority/
underrepresented members. DEI is for and about
everyone. It should be embedded and integrated
into the fabric of an organization. It is the human
condition, not a demographic disposition, to want
to belong and be valued.

Employees can tell when DElI is treated like a
company checkbox.

Engage senior leaders from across departments to
champion DElI efforts; employees will feel more
motivated and trusting in a firm’s DEIl efforts if
they feel that these come from a genuine place and
that DEl is an integral part of the organization’s

culture.

Engaging all employees in DEI efforts is key to

fostering an inclusive workplace culture.

1. It's crucial that leadership actively advocates for
DEl initiatives. When employees see senior lead-
ers’ commitment to DEI, they’re more inclined to
engage and participate.

2. Offering comprehensive DEI training to all em-
ployees is critical. Whether through workshops,
seminars, or online courses, such training en-
hances awareness and comprehension of diversity
issues.

3. Regularly reviewing and refining HR policies and
practices is essential to ensure they are bias-free
and inclusive. This encompasses everything from
recruitment and performance evaluations to pro-
motions and benefits offerings.

4 DEIl endeavors should be a continuous journey
of improvement. Seeking regular feedback from
employees and adjusting strategies based on
their input and evolving organizational needs are
fundamental to this process.

By employing these strategies, you can cultivate a
culture where every employee feels valued, re-
spected, and empowered to contribute their dis-
tinct perspectives and talents.
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The Punchlist

Whether you have little time and money for DEI initiatives or a lot of both, there is something you

can be doing today to make progress toward your DEI goals. Here are recommendations from Adviso-

ry Board members about things you can get started on today. Bolder font indicates those actions

prioritized by greater numbers of advisory board members.

A « Build out recruitment pipelines beyond higher

EXPENSE

education institutions.

« Assess and share internal employee movement
(retention, promotion) by demographic data.

« Design transformative programs for business leaders
(C-suite, leadership team) to build connections
between business and social issues.

Prepare for the 2024 U.S. presidential
election with company policy on
nonpartisan issues (voting) and
expectations for ERGs’ shared space.

Reinforce company’s commitment to DEI
through the CEO/leaders in public spaces,
highlighting how the company has improved
through DEI commitments.

Create awareness of how the 2024 U.S. elections

might impact your business and ultimately the
communities served, including employees.

Understand stakeholders within the company’s
materiality matrix to gain insights into how a change
in DEI commitment will have an impact on them.

Create and allow for communities of practice for DEI
practitioners and supporters to support one another.

Empower ERGs to share stories both within and
outside the organization.

¢ Build and illustrate alignment
between DEI values, behaviors,
and aspiration and organizational
OKRs/KPIs.

 Gain and amplify the voices of your diverse
employees and customers to identify areas of
strength and growth.

« Design programs for employees that are equally as robust
as programs for clients, customers, and communities.

« Share results and learnings from 2020 DEI grantmaking
commitments that add to the collective approach for social
justice. Springboard into recommitting or strengthening
commitments.

o Audit DEI initiatives (recruitment
programs, grantmaking, etc.) with
cross-department group to mitigate
risk, communicate purpose, and
manage stakeholder expectations for
external audiences.

o Audit DEI initiatives (recruitment
programs, grantmaking, etc.) with
cross-department group to assess for
unintended consequences and bias.

« Encourage employee giving and volunteerism to grantees
supported by your DEI grantmaking by sharing the
organization’s impact.

« Partner with the company’s Public Affairs team on
legislation to encourage DEl-related efforts.

« Find and create cohorts across organizations that can work
within a specific systemic issue (racial equity, health
justice, etc.) in the community.

« Refine the what/why/how of the DEI commitment and
programs and create internal systems across departments
to address communication needs.

EFFORT
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Build your network
Advance your ideas

Are you a CSR professional looking to share your expertise and advice with others while staying current

on emerging issues and leading-edge practices related to your work? Explore the benefits of serving on a
BCCCC Advisory Board! The boards are available only to Center members and give you an instant ability
to tap into new strategies with your peers. It's also a great way to keep you energized and in the know;
these supportive networks will help advance your ideas and keep you motivated.

Benefits of Serving on a BCCCC Advisory Board

cULLABUHATIUN '
Looking for new strategies? Want to hear about

the experiences of other companies? Partici-
pating in an advisory board will give you access to
an exclusive cohort of peers and professionals
where you can discuss and share best practices.

[ rouces
BCCCC offers a multitude of advisory boards

that focus on several areas that may impact your
company including ESG Reporting; Community
Involvement; Diversity, Equity, and Inclusion;
Health Equity; Sustainability; and Supporting
Military Families.

cREDIBILITY
Stepping up on a bigger platform with recogni-

tion from outside of your company gives you
a platform to both showcase and build your CSR
efforts.

'
cUMMUNICATI[lN
Board members are invited to be named as :

co-authors of the one or more briefing publications
that their advisory boards release every year.
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To learn more, visit our website ccc.bc.edu
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KNOW MORE.
DO MORE.
ACHIEVE MORE.

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 you as a leader.

ccc.be.edu g @
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