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Best Practices

Diversity in organizations is emerging from the realm of “nice to have” initiatives based on an
organization’s ethical sense of duty to assist less privileged cohorts to becoming a business
imperative. The research literature is now clear: Diverse organizations are more successful and
make more money."2345 As a result, most “C” suite executives are beginning to pay serious
attention to this widely recognized deficiency. So why are the results still so tepid, and what
can be done to accelerate change?

Recruiting — Firms and individuals default to the path of least resistance, seeking
professionals whose backgrounds match those of successful professionals already in
the firm. This problem is exacerbated by the tight schedules of the player/coach
management model typical in professional services firms.6 Managers must reach out of
their comfort zone to interview and assess professionals who are not just like
themselves. This includes extra time and expense in the search process, delegation of
time and resources to support networks (HR, recruiters, ERG sources), and an open
mind to investing more (time and money) to create a truly diverse pool of candidates on
every hiring initiative.

Assessment — Women and men (in particular among diverse cohorts) manifest and
broadcast success in organizations in very different ways. Firms must have diverse
representatives as key members of the process (“in the room”) where all hiring,
promotion, and compensation decisions are made.” This investment of time and
resources can appear cumbersome in the early phases of the process, but the
measurable results are significant.

Unconscious Bias Training — Conscious bias in high value added professional service
businesses is increasingly rare, but unconscious bias can dominate a corporate
culture.® Introduce training across the entire organization to uncover and correct
unconscious biases. Examples include blinding resumes for initial review, auditing job
descriptions for word choice, review of social/networking programs, and careful
determination and monitoring of hiring, promotion, and pay committees. Good examples
of initiatives include moving networking events from evening environments focused on
eating and drinking to mid-day yoga exercise, or from sports venues such as golf to
more urban focused initiatives such as bike/walkathons that can be family friendly.

Wilbanks Partners lic
One Stamford Plaza, 9th Floor
263 Tresser Boulevard | Stamford, CT 06901 | Tel: 203-303-7766 Fax: 203-303-7764

www.wilbankspartners.com



M Building a Diverse Workforce in the Investment Business

George R. Wilbanks
July 2016
Page 2

= Employee Resource Groups — Employee networks are often viewed with some
skepticism; however, properly supported and resourced by senior management, they
can make a material difference to corporate culture and performance beyond the simple
message of inclusivity.® These programs need to be quite broad (inclusive of gender,
race, disability, military veterans, LGBT, family care, among others). They should focus
not just on peer support but also be a focal point for networking, recruiting, social
interactions outside of work, and performance recognition and promotions. Applying
corporate planning processes to the work of ERGs is gaining traction. Provide ERGs
with budgets, but require solid business planning metrics with quarterly measurement
check points, goals, and standards for growing participation rates, scoring initiatives
internally and externally and increasing participation and impact in the organization and
in the business community.

» Measurement — Managers will do what you measure them on and pay them to do. Set
diversity targets and recognize/reward managers who succeed.'® This must be a
carefully managed and negotiated process in order to avoid creating further unintended
conflicts. “Even seasoned federal judges do not agree about how to lawfully achieve
these goals consistent with the anti-discrimination prohibitions under Title VII and
similar laws.”"" Keeping in mind that first and foremost the goal is creating an
environment of equal opportunity should normally allow common sense to prevail.
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