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BRAND-CONSCIOUS COMPANIES INVEST
HEAVILY IN ENTERING THEIR DIVERSITY
PROGRAMS IN DOZENS OF CONTESTS TO
BEEF UP THEIR MARKETING MATERIALS.
ONE OF THE BIG PRIZES IS A SPOT ON
DIVERSITYINC'S *“TOP 50 COMPANIES

FOR DIVERSITY" LIST, WHICH OVERLAPS
SIGNIFICANTLY WITH THE TOP COMPANIES
FOR TOTAL U.S. ADVERTISING SPENDING.

MARKETING MATERIALS

With diversity programs now freed from
compliance and composition issues and
more closely tied to marketing, brand-con-
scious companies invest heavily in entering
their diversity programs in dozens of con-
tests to beef up their marketing materials.
One of the big prizes is a spot on Diversity-
Inc’s “Top 50 Companies for Diversity” list,

|3

des a’ of com-
4 W multlple
discrimination and other employ-
ment-related lawsuits. The competition is
~“based entirely on information supplied by
the companies that choose to participate.
Although many of the same companies
appear on the top 50 list year after year,
they jump about dramatically in the rank-
ings. Bank of America ranked 25th in 2006

i

ual and transgender community.
Pitney Bowes, the Stamford, Connecti-
cut-based mail services company, held the

| top spot on the Diversitylnc list in 2004

but no longer participates in the contest.
“We've evolved past participating in the
list,” says T. Hudson Jordan, director of
global diversity and talent strategies. “Our
focus is on internal strategies that have a

THE LIST INCLUDES A NUMBER OF COMPANIES
THAT HAVE EXPERIENCED MULTIPLE RACIAL

ON SUPPLIED BY THE
TO PARTICIPATE,

loyees. It's not about
1, but about internal bench-
‘marking and leveraging results. It's not
about checking a box.”

At Pitney Bowes, which has 33,000 em-
ployees, government contracts represent a

~ meaningful portion of the company’s
| $5.6 billion in annual revenue. Minorities

make up 43 percent of the workforce and

. 15 percent of senior managers. Hudson
| Jordan has a staff of three and an annual

but raced up the rankings to ninth in 2010. |

KPMG, one of the Diversitylnc site spon-
sors, jumped from 49th on the list in 2008
to 15th in 2010. “We expanded programs,
expanded our scorecards and expanded to
the LGBT population,” says Hannan, refer-

ring to outreaches to the lesbian, gay, bisex- |

budget of $700,000. She reports to the
vice president for strategic talent manage-
ment.

The diversity program is separate from

| the EEO legal team, which monitors com-
| pliance and communicates labor pool

numbers to Hudson Jordan on a quarterly
basis. Hudson Jordan is now constructing a
dashboard of key diversity indicators, in-
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cluding minority representation by level.

A deep schism now exists between com-
panies that hold government contracts
with the attending nondiscrimination regu-
lations, and noncontractor companies with
diversity programs that have abandoned
compliance and composition issues. “In
noncontractor companies, compliance
plays only a reactive role in defending dis-
crimination cases,” Seyfarth Shaw's Hoff-
man says.

At the Office of Federal Contract Com-
pliance Programs, the Obama administra-
tion is ratcheting up regulatory require-
ments and enforcement. “A strong diversity
program that ignores compliance is not ac-
ceptable to the OFCCP," Hoffman says.
“The agency is busy asserting violations
even when employees have not com-
plained.”

Hoffman cautions all employers, how-
ever, to monitor minority representation.
“With the EEOC and the OFCCP, it's im-
portant to continue to be interested in
composition, so those considerations
should not be dispensed with,” she notes.

“Both the EEOC and the OFCCP are
clearly staffed up and becoming more ex-

pert in their in-
EiWorkfasus:cons vestigations.
Diversity officers: no good " .
deed goes unpunished. What is remark-
workfarce.com/deed able at both

agencies is that
the individuals now in leadership under-
stand how private-sector employers work.
This sophistication and increased staffing
marks a new era for enforcement.”  wfim
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