
Communicate the Value of Diversity and Inclusion
Corporate citizenship professionals play a key role in promoting diverse and inclusive practices across 

their companies. By partnering with other business units, they can support employee resource groups 

(ERGs), mentorship programs, and other initiatives that foster the connection, development, and 

advancement of underrepresented groups. Even if the initiatives themselves are not directly managed by 

the corporate citizenship department, as a citizenship leader you can partner with counterparts across 

the organization, in combination with using traditional citizenship activities, to help develop and execute 

a strategy for managing diversity and inclusion (D&I).
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• Captioning 
videos/tech 
solutions for 
hearing 
impaired, etc.

• Translate content

• Ramps, 
elevators

• Maintenance

• Ensure inclusive 
benefits

• Monitor risk, 
compliance 
wth 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 D&I

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

• Vary channels 
and message 
types

• Frequent 
policy 
communication
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BENEFITS OF D&I
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 D&I 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. 

DID YOU KNOW?
Publicly traded companies employ-

ing a workforce with diverse inherent
characteristics and managers with 
numerous cultural experiences are more 
likely to expand their market.1

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.2

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.3
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