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According to a survey conducted by a research group at 
the Center For Talent Innovation, 58% of Black professionals 
have experienced racial prejudice at work. This is a higher 
percentage than any other racial or ethnic group surveyed 
with Latinx at 41%, Asians at 38% and Whites at 15%.



“The existence of racism erects systemic barriers within the 
economy that harm the financial wellbeing of Black people. 
Racism generates exclusion, discrimination, oppression, and 
exploitation in a number of ways. It's not just physical violence.”

- Valerie Wilson, Director Economic Policy Institute
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ECONOMIC 
CASE
FOR DEI





“The analysis in this report shows that if four key racial gaps 
for Blacks — wages, education, housing, and investment —
were closed 20 years ago, $16 trillion could have been added 
to the U.S. economy. And if the gaps are closed today, $5 
trillion can be added to U.S. GDP over the next five years.”

- Raymond J McGuire, Vice Chairman Citi



ACCESS TO HIGHER EDUCATION
Facilitating increased access to higher education for Black 
students might have bolstered lifetime incomes that in 
aggregate sums to $90 to $113 billion.



CLOSING THE BLACK RACIAL WAGE GAP

Closing the Black racial wage gap 20 years ago might have 
provided an additional $2.7 trillion in income available for 
consumption and investment. 



IMPROVING HOUSING CREDIT

Improving access to housing credit might have added an 
additional 770,000 Black homeowners over the last 20 years, 
with combined sales and expenditures adding another $218 
billion to GDP over that time.



BACKING BLACK ENTREPRENEURS

Providing fair and equitable lending to Black entrepreneurs 
might have resulted in the creation of an additional $13 trillion 
in business revenue over the last 20 years. This additional 
revenue could have been used for investments in workers, 
equipment, furniture, inventory, real estate and facilities.



ECONOMIC UPSIDE OF RACIAL EQUITY
By 2050, given the expected growth in populations of color, 
closing the racial earnings gap would increase inflation-
adjusted earnings by 22%. The corresponding gain in 2050 GDP 
would be $8 trillion — an amount greater than the current GDP 
of every country in the world except the U.S. and China.



ECONOMIC UPSIDE OF RACIAL EQUITY
Researchers at the Center for American Progress estimate that 
if the educational achievement of Black and Latinx children in 
the U.S. was raised to that of White children born in the United 
States, the economy would be $2.3 trillion larger by 2050.



ECONOMIC UPSIDE OF RACIAL EQUITY
By 2050, more than half of the consumers in the U.S. market 
will be people of color. Closing the racial earnings gap by 2050 
would represent an additional $2.6 trillion in spending, 
including $330 billion annually on food, $860 billion on 
housing, $90 billion on apparel, $440 billion on transportation, 
and $130 billion on entertainment.



ECONOMIC UPSIDE OF RACIAL EQUITY
Health disparities that start at birth and continue into 
adulthood affect the lives of millions of people of color; they 
also carry an economic burden estimated at $93 billion in excess 
medical care costs per year and $42 billion in untapped 
productivity. If racial health disparities were eliminated by 2050, 
researchers project an economic gain of $230 billion per year. 
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Corporate Talent Pipeline 2017
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CHANGE IN BLACK LEADERSHIP IN BUSINESS



WORKFORCE DEMOGRAPHICS IN BANKING 2017

POC = 40% POC = 11%POC = 15%POC = 27%

Source: McKinsey
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RECRUIT TOP TALENT



WIN THE RECRUITMENT BATTLE

Multiple surveys have indicated that diversity and inclusion is 
particularly important to Millennials.



(Gen Z)



MILLENNIALS PREFER DIVERSE WORKPLACES

47% of Millennials consider the Diversity and Inclusion of a 
workplace an important criterion in their job search 
compared to 33% of Gen Xers and 37% percent of Boomers 
according to Weber Shandwick.



POST MILLENNIALS PREFER DIVERSE WORKPLACES

According to the employment website Monster, 83% of Gen Z 
candidates said that a company’s commitment to diversity and 
inclusion is important when choosing an employer.



EMPLOYEE ENGAGEMENT



EMPLOYEE ENGAGEMENT

Employee engagement is the emotional commitment the 
employee has to the organization and its goals. This 
emotional commitment means engaged employees care 
about their work and their company.



Source: Gallup



Source: Gallup



IMPROVE EMPLOYEE ENGAGEMENT

Diverse workplaces and inclusive H.R. practices increases 
levels of employee engagement and fosters positive attitudes 
in the workplace.



ENGAGED EMPLOYEES & PROFITABILITY

Engaged employees lead to better business outcomes. 
According to HR Consulting Firm Willis Towers Watson 
research, companies with highly engaged workers have 6% 
higher net profit margins.



ENGAGED EMPLOYEES & EARNINGS GROWTH

Organizations that are the best in engaging their employees 
achieve earnings-per-share growth that is more than four 
times that of their competitors according to Gallup.



ENGAGED EMPLOYEES & SHAREHOLDER RETURN

According to IBM research, companies with an 
engaged workforce have 5X higher shareholder 
returns over a five-year period.



DIVERSITY & INCLUSION



Source: Deloitte

DIVERSITY & INCLUSION

The brands that excel at diversity and inclusion are higher 
performing companies measured by business, financial 
and talent outcomes.



2x 3x

6x 8x

As likely to meet or exceed 
financial targets

As likely to be 
high performing

More likely to be 
innovative and agile

More likely to achieve better 
business outcomes

DIVERSE ORGANIZATIONS WITH INCLUSIVE CULTURES ARE

Source: Deloitte



DIVERSITY & INCLUSION

When employees think their organization is 
committed to, and supportive of diversity and they 
feel included, employees report better business 
performance in terms of ability to innovate (83% 
uplift), improved team collaboration (42% uplift), and 
higher levels of employee engagement (101% uplift).



Source: Deloitte
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Source: Deloitte



“The potential to lift business performance is locked up in the 
individual and group potential of diverse employees and can only 
be unleashed by creating an inclusive working environment.”

- Juliet Bourke, Partner Deloitte



DIVERSITY & INNOVATION



DIVERSITY AND INNOVATION

A diverse workforce and a culture of inclusion were more efficient 
in generating new products (two extra new products per year) and 
patents according to Portland State University research.



DIVERSITY AND INNOVATION
Companies with above-average diversity on their leadership 
teams report a greater payoff from innovation and higher EBIT 
margins according to Boston Consulting Group. For companies 
with diverse leadership teams, they reported EBIT margins that 
were 9 percentage points higher than those companies with 
below-average diversity.



DIVERSITY & NEW MARKETS



CAPTURE NEW MARKETS
Diverse and inclusive organizations outperform their peers when it 
relates to reaching new market segments. According to Deloitte, 
these organizations are 70% more likely to capture new markets.



FASTER TIME TO MARKET
Diverse and inclusive organizations outperform their peers when 
it relates to delivering new products and services. According to 
the Center For Talent Innovation, these organizations are 75% 
more likely to see ideas become productized.



BETTER DECISION MAKING
Diverse and inclusive teams make better decisions and better 
solve complex problems up to 87% of the time according to 
global consulting firm Korn Ferry.



DIVERSITY & FINANCIAL PERFORMANCE



DIVERSITY AND SALES REVENUES

According to the American Sociological Association, for 
every percentage increase in the rate of workplace racial or 
gender diversity up to the rate represented in the relevant 
population, there was an increase in sales revenues of 
approximately 9 and 3 percent, respectively.



GENDER DIVERSITY & PROFITABILITY

“For profitable firms, a move from no female leaders to 30 
percent representation is associated with a 15% increase in 
the net revenue margin.”

- Marcus Noland, EVP, Peterson Institute 



GENDER DIVERSITY & PROFITABILITY

Ernst & Young analyzed results from 22,000 global, publicly 
traded companies, in 90 countries from various industries and 
showed that an organization with 30 percent female leaders 
could add up to 6 percentage points to its net margin.



GENDER DIVERSITY & SHAREHOLDER RETURN

Source: Credit Suisse
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ETHNIC DIVERSITY & FINANCIAL PERFORMANCE

Companies in the top quartile for ethnic and cultural diversity 
on their executive teams were 33% more likely to experience 
above-average profitability than companies in the bottom 
quartile according consulting firm McKinsey.



ETHNIC DIVERSITY & FINANCIAL PERFORMANCE

Companies in the top quartile for ethnic and cultural 
diversity on their Board of Directors were 43% more 
likely to experience above-average profitability than 
companies in the bottom quartile.

Source: McKinsey & Company



ETHNIC DIVERSITY & FINANCIAL PERFORMANCE

In the U.S., there is a linear relationship between ethnic 
diversity and better financial performance: for every 
10% increase in ethnic diversity on the senior 
leadership team, earnings (EBIT) rise 1%.

Source: McKinsey & Company



“An inclusive, diverse leadership team brings a 
variety of perspectives that results in better decision 
making, leading to productivity, growth, and 
improved financial performance.”

- Vivian Hunt, Managing Partner McKinsey



INCLUSION DRIVES BELONGING





The Ultimate Goal in DEI Work is to Create a 

Sense of Belonging for All Employees



INCLUSION DRIVES BELONGING

BELONGING DRIVERS
In workplaces that foster belonging, employees of all 
backgrounds feel seen, connected, supported and proud. The 
drivers of belonging plays out at four levels – at the 
organizational level, at the senior leadership level, at the 
manager level and at the colleague level.



ORGANIZATIONAL LEVEL
At the organizational level, the company should declare public 
support for DEI initiatives. It must articulate a clear and fair 
succession planning process. It must be able to offer senior 
leadership role models from historically marginalized groups. 



SENIOR LEADERSHIP LEVEL
At the senior leadership level, the team must be able to model 
inclusive leadership traits and seek to connect with employees 
across the organization. They must be willing to sponsor high 
potential talent from under-represented communities and 
demonstrate how to build diverse teams. 



MANAGER LEVEL
At the manager level, supervisors must ensure that everyone has 
the opportunity to be heard and to empower team members to 
make decisions. Supervisors should provide praise when 
warranted and respond to concerns in a timely manner. 
Supervisors must make it safe for team members to propose 
novel ideas and to promote promising ideas to senior leadership.



COLLEAGUE LEVEL
Coworkers should trust that their colleagues will get their work 
done and provide honest feedback about work quality and 
timeliness. Coworkers should thank their colleagues for work 
especially when they perform tasks over and above beyond 
their job descriptions. Coworkers should help celebrate 
birthdays and other important life and work milestones. 
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CLOSING 
INSPIRATION



“Many conversations about diversity and inclusion do not 
happen in the boardroom because people are embarrassed at 
using unfamiliar words or afraid of saying the wrong thing —
yet this is the very place we need to be talking about it. The 
business case speaks for itself — diverse teams are more 
innovative and successful in going after new markets.”

- Dame Inga Beale, Former CEO Lloyds of London



“When we listen and celebrate what is both common and 
different, we become a wiser, more inclusive, and better 
organization.”

- Pat Wadors, Chief People Officer, Procore Technologies



“Our ability to reach unity in diversity will be the 
beauty and the test of our civilization.”

- Mahatma Ghandi



QUESTIONS


