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Diversity
Diversity is an essential part of Citi. When our workforce is
as diverse as the clients, communities and world we serve,
we are a more vibrant, innovative and high-performing bank
and a better place to work.

WHAT’S HAPPENING
Why Diversity Matters
A diverse, inclusive workplace allows
everyone to bring their full selves to work,
regardless of backgrounds or characteristics.
Diversity has also proven to be a strong
business advantage. Research shows
companies in the top quartile for gender
or racial/ethnic diversity are more likely
to have higher financial returns than their
national industry medians. The reverse is
true for the performance of companies in
the bottom quartile.1
Why the difference? Diverse teams challenge
each other more, contribute broader
perspectives and experiences leading
to more innovative solutions, and keep
companies in touch with increasingly diverse
consumers. Diverse employees encourage
more inclusive workplaces that are sensitive
to their needs and make them feel valued
and respected, thus increasing retention
and satisfaction. Research also suggests
companies with diverse, inclusive workforces
are more attractive to clients and suppliers.

Our experience confirms these findings,
which is why we have structured programs
to foster and advance our diverse and
inclusive culture. We are a global company
and welcome people of every cultural
background, gender, race/ethnicity,
generation, sexual orientation, gender
identity or expression, among other
characteristics, military veterans, and
people with disabilities. We strive to treat
all employees fairly and with respect, give
them opportunities to grow and succeed,
and hold them accountable for upholding
our standards of excellence.
The Challenge
Achieving workforce diversity requires
ongoing focus and consideration of local
norms. In some countries, cultural and
social values differ and we balance respect
for local customs, values and legislation
with our views on diversity as business and
social imperatives. We work with our human
resources team, employee networks and
diversity councils in each community to
promote our diversity programs. We also
partner with local organizations to advance
human rights.
We know more needs to be done. Like many
global companies, we grapple with diversity
hurdles created by varying business practices
and inconsistent levels of awareness of the
importance of diversity. We are proud of our
progress and determined to keep pressing
forward for positive change.
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2015 HIGHLIGHTS
We have

121 employee
networks
with 15,000 members in
30 countries and 56 locations

Women
comprise 24%
of our senior managers globally

Minorities
comprise 26%
of our senior managers in the
United States
We achieved an all-time high of

81% on our
Diversity Index
in our annual Voice of the
Employee Survey
We spent

$783 million
with diverse suppliers

“Why diversity matters”, by V. Hunt, D. Layton and S. Prince, McKinsey & Company, January 2015.
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“As a global company that operates in more than
100 countries, it’s absolutely essential that our employee
base reflects the populations we serve. I also think
a diverse workforce encourages a range of perspectives
and experiences that enable us to generate fresh ideas,
innovative solutions and meaningful partnerships.
A diverse workforce drives diverse thought – the more
diverse we make our thinking, the better the outcomes.”
Don Callahan, Global Head of Operations and Technology
and Chairman, Global Employee Network Program

WHAT CITI IS DOING
Managing Diversity at Citi
We want all Citi employees to thrive as
members of a diverse, inclusive workplace.
We want them to feel confident about their
opportunities for growth and development
throughout their time with our company
and be an employer of choice for top talent.
Our approach helps us accomplish these
goals in the more than 100 countries where
we operate.
Our Global Diversity Office sets our policies,
practices and priorities. Our Diversity
Operating Committee, made up of senior
diversity human resources leaders, ensures
our programs and policies advance our
culture and inclusion goals. Diversity
councils and senior executive champions
communicate and live our diversity values
and standards across the company. Our
Board of Directors reviews our progress
and priorities annually.

“Maintaining, cultivating,
and preserving a diverse
and inclusive culture is
paramount for us. We
know that diversity of
thought, backgrounds
and perspectives produce
better outcomes for our
clients and customers.”
Michael L. Corbat,
Chief Executive Officer,
Citigroup Inc.
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DIVERSITY MILESTONES
1994

1999

2000

2002

Board of Directors
adopts oversight of
diversity matters.

First Diversity
Annual Report
published.

Diversity index
included in Voice
of the Employee
annual opinion
survey.

First employee
networks
recognized.

2009

2008

2006

2004

Opportunity
Now innovation
award won for
UK maternity/
paternity
programs.

Inception of
Citi Women’s
Leadership
Development
Program.

Citi Women
launched as global
strategy to advance
women.

Citi scored 100%
on the Human
Rights Campaign
Corporate
Equality Index,
an achievement
repeated every year
through to 2015.

2013

2014

2015

CEO scorecard,
linked to executive
compensation,
introduces
metric on diverse
candidate slates
for top positions.

Citi’s employee
networks exceeded
100 groups and
expanded into all
regions.

Citi equalized benefits for domestic
partners, including same-sex partners,
in our markets in Asia Pacific, where
legally permissible.

Citi signed the
Windsor amicus
brief in support
of Edith Windsor,
in United States
v. Windsor,
the Supreme
Court case
that ultimately
overturned
Section Three of
the Defense of
Marriage Act.

Citi signed the Obergefell amicus brief,
urging the U.S. Supreme Court to support
same-sex marriage in Obergefell vs.
Hodges, the Supreme Court case that
recognized the fundamental right of
same-sex couples to marry across the
United States.
Citi implemented employee self-service
in the United States and United Kingdom,
allowing employees to voluntarily selfidentify their personal demographic data.

See What’s Ahead to find out more
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Citi values all of our employees, respects their backgrounds
and experiences, and promotes them based on contributions
and merit. We are committed to growing the number of
diverse leaders across the company.

DIVERSITY AT CITI
Our Workplace and Our People
Citi values all of our employees, respects their
backgrounds and experiences, and promotes
them based on contributions and merit. While
we embrace people of all backgrounds, we
emphasize those groups who have historically
been underrepresented in the workplace.
We are committed to growing the number
of diverse leaders across the company.
•	Women: Women account for half the
world’s working-age population, yet
research shows that they face high or
extremely high levels of gender inequality
in work, legal protection and other essential
indicators in many countries. Because of
these barriers, there are fewer women than
men in the labor force globally. Closing this
gap can advance global growth by at least
$12 trillion, or 11 percent, in annual 2025 GDP.1
Over half of Citi’s employees (51.4 percent)
are women and our programs supporting
women at all levels help unlock their
tremendous potential.
•	Racial/ethnic minorities: We live in a
connected, global world where influences
and ideas from every culture are needed.
Global companies that score high on racial
and ethnic diversity are 35 percent more
likely to deliver financial returns above
their national industry medians.2 We strive
to have a racially and ethnically diverse
workforce that reflects our global footprint
and diverse customer base. We have
dedicated programs focused on increasing
minority representation and leadership
at Citi. We have made good progress on
minority representation and it continues
to be an area of focus.

•	Lesbian, gay, bisexual and transgender
(LGBT) colleagues: Although many places
where we do business lack legal protections
for LGBT employees, we are proud to be
among the 88 percent of Fortune 500
companies with nondiscrimination policies
that include sexual orientation.3 We not
only treat our LGBT employees fairly and
equally, but also extend medical, leave and
beneficiary benefits to same-sex partners.
We support our transgender employees
by providing medical coverage for sex
reassignment surgery and have policies
in place to assist employees in transition.
•	People with disabilities: A significant
percentage of people with disabilities are
unemployed – according to one study in
industrialized countries, between 50 and
70 percent of persons with disabilities
of working age are unemployed and this
number is as high as 80 to 90 percent in
developing countries due to misperceptions
that they are unable to work or effectively
perform job tasks.4 We believe that qualified
candidates with disabilities are a rich source
of talent that can thrive in our workplace and
encourage job applicants and employees
to tell us if they have unique needs so we
can accommodate them and allow them
to flourish.

We have a diverse culture that we are proud
of and a range of programs that promote
diversity and diverse leadership throughout
the company. In our robust Diversity Strategy,
we outline our work across the entire
employment experience, from attracting and
developing talent to building a workplace
culture of diversity and inclusion. Our
strategy describes how diversity plays a role
in our relationships with clients, suppliers
and communities. We highlight a few of
our programs throughout this report.

•	Military veterans: Military veterans are
strong sources of talent, yet companies
often have trouble making the connection
between military skills and available jobs,
and have difficulties reaching veterans
through traditional recruiting methods.
Citi actively recruits veterans and has
a solid record of hiring veterans in key
positions; we currently employ more than
2,000 military-experienced colleagues.
Learn more at Citi Salutes.

“ How advancing women’s equality can add $12 trillion to global growth”, J. Zoetzel, et. al., McKinsey & Company, September 2015.
“Why diversity matters”, V. Hunt, D. Layton and S. Prince, McKinsey & Company, January 2015.
Lesbian, Gay, Bisexual, Transgender Workplace Issues, Catalyst, May 2015.
4
Employment of persons with disabilities, United Nations Enable, November 2007.
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“The unlocking of women’s potential in the global economy
may well prove to be the key factor that tips the balance
from a future of weak growth to one of sustained, inclusive
and improving growth over time.”

CASE STUDY

Women in the Economy: Global Growth Generators, a Citi GPS report

Diverse Leadership
Citi is a complex organization requiring strong
leaders at all levels and in all parts of the
world. For us, strength comes from diversity.
Our internal programs develop our leaders
today and our external partnerships with
diverse organizations help us recruit diverse
candidates to keep the pipeline growing
for tomorrow.
In our Institutional Clients Group, we have the
Diversity Leadership Program to accelerate
development of a diverse pipeline of leaders.
The six-month program for high-potential
women and minority vice president-level
talent helps participants develop confidence,
executive presence and strategic skills
through workshops and individualized
coaching, and gives them access to
senior managers who serve as sponsors,
mentors and coaches. Since it began in
2006, 177 employees have participated.
Ten percent of alumni have been promoted
to managing director, and many others
have been promoted or taken on increased
responsibilities. Another 30 participants
will begin the program in Spring 2016.
In addition to internal programs that cultivate
a diverse talent pipeline, we also partner
with external organizations to promote
diversity in our industry. For example, we
partner with Management Leadership for
Tomorrow (MLT), a U.S. career development
organization that prepares high-potential
African-Americans, Hispanics and Native
Americans for leadership roles in sectors
where they are underrepresented. Through
a grant from the Citi Foundation, MLT
offers pre-MBA (masters of business
administration) students Career Transition
and Leadership Seminars the summer before
they start school to explore jobs in banking.
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We also partner with Out & Equal Workplace
Advocates, an organization dedicated to
achieving workplace equality for LGBT
employees. Our engagement is led by
employees from Citi’s Pride Networks –
both LGBT and allies – and offers them
opportunities to build leadership and
presentation skills. At the 2015 Out &
Equal Workplace Summit, which brought
together LGBT employees, human resources
professionals and executives from around
the world to learn from each other and
from experts, Citi was represented by
27 employees from the United States and
United Kingdom. Our employees presented
on four panels throughout the Summit,
including a featured panel on Employee
Self-Identification alongside IBM, Target
and Stonewall.
Globally, women comprise 24 percent of
our senior managers at the director and
managing director levels, an increase in
representation from last year. In addition,
29 percent of managing director promotes
were women in 2015, a new record. We now
have 19 female Citi country officers, up from
four in 2008. Minority representation at
the manager level, however, particularly for
Latino and African-American employees, has
been flat, signaling an area where we have
more work to do.

HERITAGE NETWORKS EVENT
SPOTLIGHT SPONSORSHIP
BENEFITS
The focus of the 2015 annual
joint Employee Network
meeting of the African Heritage
Network-NYC, the Asian Pacific
Heritage Network-NYC and the
Hispanic Heritage Network-NYC
was, “Career Sponsorship –
Taking the Next Step in Your
Career”. More than 200
attendees, hundreds of remote
listeners, and six senior-level
presenters discussed career
succession and sponsorship as
critical components of career
development.
The event began with a “fireside
chat” with Michael (Mike)
O’Neill, Citi’s Chairman, and Don
Callahan, Head of Operations
and Technology and Chairman,
Global Employee Network
Program. Mike and Don
reflected on the challenges
they faced before reaching their
leadership positions and agreed
managers serve as the best
sponsors for employees. They
advised employees to be bold,
take risks and go outside their
comfort zones.
Another highlight of the
event was a panel discussion
moderated by Carolina
Caballero, Hispanic Heritage
Network-NYC Co-Chair, and
featuring Citi senior leaders.
Panelists Mark Mason, Anita
Romero, and Jagdish Rao
emphasized strong
performance, clear vision and
working with sponsors willing
to challenge their protégés.
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Citi has published our EEO-1 Employer Information Survey
in our annual diversity reporting since 1999. Over the past
16 years, we have consistently provided transparency to
the public regarding our workforce demographics.

2015 Consolidated U.S. Employer Information Report (EEO-1)*

Job Categories

Executive/Senior Managers
First/Mid-Level Managers
Professionals
Technicians
Sales Workers
Administrative Support
Craft Workers
Operatives
Total
*

Gender

Male
Female
Male
Female

White

Native
Hawaiian
or Pacific
Islander Multi-racial

Asian

Native
American

0

2

0

0

0

18

0

0

0

0

0

5

462

966

1,797

23

18

26

9,456

674

919

944

25

11

25

7,188

Black

Hispanic

15

1

5

0

6,164
4,590

Total by
Gender

Male

7,520

699

1,361

3,113

28

22

74

12,817

Female

5,275

898

1,160

1,849

25

14

52

9,273

Male

684

121

247

152

2

1

6

1,213

Female

704

163

272

109

1

2

10

1,261

Male

2,045

288

700

498

10

13

13

3,567

Female

2,390

607

1,147

534

22

19

29

4,748

Male

3,943

1,088

1,447

445

25

21

60

7,029

Female

10,531

3,481

3,709

1,012

80

38

137

18,988

Male

2

8

3

2

0

0

0

15

Female

5

1

4

0

0

0

0

10

Male

60

42

9

28

0

0

1

140

Female

52

16

4

42

0

0

1

115

Male

20,433

2,709

4,733

6,037

88

75

180

34,255

Female

23,552

5,840

7,215

4,490

153

84

254

41,588

Total

23
16,644
22,090
2,474
8,315
26,017
25
255
75,843

As of July 1, 2015.
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“Including diverse people on our teams gives us the best
possible chance of identifying the full range of opportunities
as well as seeing risk from a variety of perspectives. And
that’s ultimately what our business needs to thrive.”
Jim Cowles, Citi CEO, Europe, Middle East and Africa

EMPLOYEE NETWORKS
Citi Employee Networks are affinity groups
initiated and led by our employees. They
offer professional development, mentoring,
networking and community engagement
opportunities to members. Consistent
with our inclusive culture, groups are open
to all Citi employees, whether or not they
identify with a particular community.
We now have 121 networks in 30 countries
and 56 locations with 15,000 members in
10 affinity groups.

121 networks

Affinity Groups
•	disABILITY (focused on people with
disabilities and their caregivers)

10 affinities

• Generations

15,000 members

•	Heritage
– African Heritage
– Asian Pacific Heritage
– Hispanic Heritage
– Multicultural

30 countries
56 locations

• Military Veterans
• Parents
• Pride (focused on LGBT communities)
• Women

North
America
74

Latin
America
7

Total networks

Asia Pacific
11

Europe,
Middle East,
Africa
29

disABILITY

Generations

Heritage

Military veterans

Parents

Pride

Women

Total

6

3

22

16

9

18

47

121
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Citi Women includes two core leadership development
programs for managing directors and directors:
Women Leading Citi and the Citi Women’s Leadership
Development Program.

Employee Voices
One of the most effective ways we assess
trends in the workplace and management
practices is through our annual Voice of
the Employee (VOE) Survey. We value our
employees’ opinions and were encouraged
that 2015 VOE results indicated continued
employee interest and positive progress in
diversity and inclusion. The diversity index
in our VOE Survey, which measures four
items – senior manager support for diversity,
equal opportunity for a successful career,
manager support for work/life balance and
whether employees felt they were treated
with respect and dignity – increased to 81
percent favorability, an all-time high outcome,
up from 79 percent in 2014.
Women at Citi
Women make up more than half of our
workforce, yet they are less represented at
our most senior ranks. We started Citi Women
in 2006 as a global initiative to advance
women’s representation in leadership roles
across our business. Two senior executives
lead the effort with an advisory team.
Citi Women includes two core leadership
development programs for directors and
managing directors: Women Leading Citi (see
feature on the next page), which graduated
51 participants in 2015, and the Citi Women’s
Leadership Development Program, which
hosted 154 participants representing 32
countries in 2015. Thanks to these and other
dynamic local or business-led leadership
programs, women at Citi have made solid
progress over the past few years.
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In addition to advancing female leadership at
the company, Citi is also promoting greater
female representation within our Board of
Directors (Board). We elected two additional
women to our Board in 2015, increasing
female representation to five of 16 (31%).
We also launched additional Women’s
Employee Networks in our Nordic countries;
Switzerland; Bangladesh; Costa Rica; Russia;
Columbus, Ohio; and Chennai, India. This
brings the number of women’s networks
to 47 of Citi’s 121 global networks.
Citi is active in a number of women’s
leadership initiatives, including the U.S.
Chapter of the 30% Club, a group of business
leaders, including our CEO, committed
to better gender balance at all levels
of their organizations. We partner with
organizations globally – Catalyst, the Center
for Talent Innovation, Community Business,
Opportunity Now and Working Mother Media
– and champion the advancement of women
and diverse talent. Our executives also
participate in national forums showcasing
our views on the importance of women in
leadership and their contributions to global
economic growth.

CASE STUDY

CITI WOMEN AT WORK
Joyce-Ann Wainaina is proof
of the power of mentoring,
networking and knowledge
sharing. She joined Citi Kenya in
1990, advancing to leadership
roles in Africa’s male-dominated
banking industry through
determination, mentor support
and Citi’s career development
programs. Wainaina was Citi
Country Officer (CCO) in Zambia
from 2011 to 2014, and the first
Kenyan and first woman Chief
Executive Officer (CEO) of Citi
East Africa.
“In my first role as CCO
Zambia, there was only one
woman on the management
committee of nine seniors in
2011”, said Wainaina. “By the
time I left in 2014, 45 percent
of the management team
were female, all appointed on
merit. As Citi CEO East Africa,
I had the opportunity to fill two
CCO vacancies. I ensured a
diverse slate of candidates was
interviewed and was delighted
we hired a female CCO for
Uganda – Sarah Arapta.”
Wainaina is especially proud
of the Sapphire Leadership
Program, started in 2015.
She co-designed this 12-week
mentoring program for highperforming women assistant
vice presidents, vice presidents
and senior vice presidents in
sub-Saharan Africa with two
other Citi women leaders and
the help of Human Resources.
It pairs women with managing
directors with experience in
the region.
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FEATURE: WOMEN LEADING CITI

SPONSORSHIP
While we appreciate the value of
mentoring, research by the Center for
Talent Innovation (CTI) shows sponsorship
– proactive advocacy of high-potential
employees – is much more effective in
helping people earn pay raises, high-profile
assignments and promotions. However,
research also finds that generally, fewer
women and minorities have sponsors.5
In 2009, we started Women Leading Citi,
an 18-month sponsorship program
for senior level women, pairing each
participant with an executive sponsor
to increase her visibility and serve as her
advocate. Since then, three classes have
been held, with a total of 173 women
around the world participating.
The program is well received by
participants and they would recommend
the program to others; however, we noticed
that participants’ relationships with their
sponsors could be stronger. Before we
launch the fourth class, we will refine the
program design and add components
to strengthen relationships between
participants and sponsors to increase
effectiveness and support the mobility,
development and retention of
senior women leaders at Citi.

DEIRDRE DUNN AND CAREY LATHROP
“Women Leading Citi exceeded my
expectations. The coaching and
strong commitment from the firm and
my peers in the program opened up
a whole new landscape of resources
available to help me improve the
performance of my business.

“The Sponsor relationship is a
partnership. As a first time Sponsor,
I benefited as much from working
with Deirdre as she did from me. We
jointly came up with a plan, and met
regularly to discuss progress, and
made adjustments as needed.

Beyond that, the impact of my
Sponsor relationship was invaluable.
Carey provided introductions that
helped me to more efficiently navigate
the firm and leverage best practices
across departments. The insights
and shared perspective of running
a business enabled me to make
better informed and more thoughtful
decisions within my own area.”

I learned from our many
conversations and tailored my advice
and support based on her interests
and needs. I really enjoyed being a
part of the program, which gave me
the opportunity to develop a strong
lasting relationship with a high
potential leader that lasted beyond
the program, benefiting us both.”
Carey Lathrop,
Global Head of Credit
Markets, Citi

Deirdre Dunn,
Head of North America
G10 Rates, Citi
CECILIA RONAN AND NAVEED SULTAN
“Women Leading Citi enhanced my
confidence in my ability to be a leader
at Citi. Having Naveed as a sponsor,
who was genuine in his feedback
and support, and encouraged me
to take on new challenges, made
a big difference in my career. I am
determined to pay it forward to other
women in the organization.”
Cecilia Ronan,
Chief Administrative Officer,
Citi Ireland

“Diversity is critical for organizations
and businesses to operate
successfully in an increasingly global
and complex environment. Programs
like Women Leading Citi are key to
facilitating greater diversity, especially
at the senior levels. I enjoy being a
Sponsor for promising talent like
Cecilia and encourage all managers
to embrace this approach in their
daily work beyond just participating
through a formal program.”
Naveed Sultan,
Global Head of Treasury
and Trade Solutions, Citi
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The sponsor effect: breaking through the last glass ceiling, Sylvia Ann Hewlett, et. al., Center for Work-Life Policy, December 2010.
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The value of diversity to our business extends throughout
the value chain, from our employees to our suppliers.
CASE STUDY

Client Engagement
We know many of our clients value diversity
as passionately as we do, and we invite them
to participate in activities celebrating this
important part of our culture.
Each year, Citi celebrates International
Women’s Day (IWD) globally to recognize
women’s achievements and remind our
employees and clients that the recruitment,
involvement and advancement of women
is a business imperative. In 2015, we hosted
231 IWD events in 134 cities in 90 countries,
including 35 client events that attracted
1,500 guests.
•	In Guatemala City, Guatemala,
approximately 100 women in financial,
professional, political and social careers
took part in Global Mentoring Walk 2015,
an event we jointly hosted with Vital Voices
Guatemala, to give women the opportunity
to exchange experiences and share goals
and dreams with others who have
achieved success.
•	In Stockholm, Sweden, Eirik Winter, Citi’s
Chairman Nordic Region and Head of
Nordic Investment Banking, hosted a Citi
Women Network Lunch for clients on the
theme of “Female Purchasing Power”.
A panel of well-known business leaders
discussed how to attract more clients to
the business in the future and the impact
of diversified management.
•	In Hong Kong, we welcomed Yip Wing-sie,
renowned conductor of the Hong Kong
Sinfonietta, and Cissy Pao, a well-respected
and passionate arts advocate to share
their views in a panel discussion on today’s
working women who are both independent
and family-focused.
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Supplier Diversity
The value of diversity to our business
extends throughout the value chain, from
our employees to our suppliers. We created
the Citi Supplier Diversity Program to give
maximum opportunity to diverse partners
who satisfy our purchasing and contractual
standards. The program provides diverse
suppliers with equal access to business
opportunities, financial services and
technical assistance. For more details on our
supply chain, download our Sustainability
Fact sheet.
U.S. Procurement Spend
with Diverse Suppliers
Year

Diverse Spend*

2011

$426M

2012

$632M

2013

$776M

2014

$797M

2015

$783M

* Includes both Tier One and Tier Two figures.

PROVIDING OPPORTUNITIES
TO VETERANS
Citi has a long-standing
commitment of supporting
our military veterans and
providing opportunities to
veteran communities. In 2015,
we worked exclusively with
veteran-owned firms for the
first time to syndicate a
$1.5 billion bond issuance.
We hired five veteran-owned
financial firms to distribute
the bonds to investors:
Academy Securities, Inc.;
CAVU Securities, LLC; Drexel
Hamilton, LLC; Mischler
Financial Group, Inc.; and
Multi-Bank Securities, Inc.
We will continue to involve
veteran-owned firms in similar
transactions in the future.
In addition, through our
company-wide Citi Salutes
initiative, veterans are
connected to Citi’s entire
range of services geared
to the military community,
including career opportunities,
partnerships with leading
veteran service organizations
and innovative banking
services.
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Going forward, we hope to expand the opportunity
for self-identification in more countries, understanding
that local laws and customs impact identity consideration
and tracking.

WHAT’S AHEAD
Self-Identification
In November 2015, Citi announced an
expanded voluntary self-identification
enhancement to our employee self-service
platform for our incumbent workforces in the
United States and United Kingdom. Rolling
out self-identification can be challenging,
as dimensions of diversity are dynamic and
identities are often complex. We partnered
with external experts and conducted internal
focus groups to determine the best process
for implementation. We will be able to more
accurately measure our population through
expanded demographic characteristics
including sex, race, ethnicity, disability,
sexual orientation, gender identity and,
in the United States, military veteran status.
This will help us understand more about our
employee community and in turn develop
more effective people strategies including
hiring, promotion, mobility and retention
of the best talent.
The way individuals define their personal
characteristics continues to evolve as
migration and attitudinal shifts in society
change population demographics and
influence the way people define their
identities. Going forward, we hope to expand
the opportunity for self-identification in more
countries, understanding that local laws and
customs impact identity consideration
and tracking.

Unconscious Bias
Everyone has preconceptions – positive
and negative – that influence their decisions
and actions. To help keep these unconscious
biases from affecting our recruiting and
hiring decisions, we currently train our
recruiting teams in North America to be
aware of judgments based on gender,
race, disability, sexual orientation, cultural
background, educational experience, religion
and other factors.
In 2016, Citi will expand this effort and
launch a global training program to educate
approximately 100,000 officers on key
diversity and inclusion topics through online
scenario-based experiences. The training
will support our culture of inclusion by
covering topics such as unconscious bias and
the business case for a diverse workforce.
Participants will learn how to take actions
to lessen the impact of their implicit biases
and gain knowledge on how to promote an
inclusive culture.
Diverse Interview Panels
We are committed to building a diverse
pipeline of talent and strengthening our
selection capabilities to ensure that we
hire the best talent. In addition to providing
trainings on unconscious bias globally and
using diverse slates when filling senior
level positions, we are introducing diverse
interview panels that include at least
one woman globally and/or racial/ethnic
minorities in the United States for managing
director level hires. Our goal in 2016 is for at
least 75 percent of managing director level
hires to be interviewed by a panel with at
least one diverse panel member. We intend
to expand this practice into hiring decisions
further down in the organization in the future.

CASE STUDY

WORKING WITH PRIDE:
CITI’S PRIDE NETWORKS
Over 1,000 LGBT employees
and allies participate in Citi’s 18
Pride Networks globally, which
now cover all regions where
we operate. Network members
promote LGBT awareness, do
community outreach and help
recruit and retain diverse talent.
In 2015, we launched a Pride
Network in Sydney, our second
in Asia Pacific and our first in
Australia. During the launch,
Julian Potter, Citi’s Country
Business Manager, Australia,
and the network’s executive
sponsor, signed an official letter
on Citi’s behalf supporting
marriage equality in Australia.
On the other side of the
globe, Citi’s Pride Network in
Belfast, Ireland helped launch
Northern Ireland’s Regional
Network of Corporate Pride
Networks, which currently has
12 member companies.

To find out more, go to:
citi.com/citizenship
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