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A SPECIAL REPORT ON DIVERSITY AND INCLUSION IN BUSINESS

Advancing multiracial leadership in business

Whether it’s evaluating candidates to hire, 
identifying employees to promote and 
develop, or providing critical feedback, most 
people have a natural tendency to give 
opportunities to, and be more forthright with, 
those who are like themselves. When the 
majority of managers and decision makers are 
non-diverse, and unless intentional change 
is supported, the continued lack of racial 
and ethnic diversity within the leadership 

of Chicago-area companies is inevitable. The intentional change is 
worth the effort. Research shows that well-managed diverse teams 
outperform well-managed homogeneous teams.

Yet, we are not fully leveraging the value of diversity. The 
statistics show 11 (22%) of Chicago’s top 50 companies have no 
ethnic diversity on their boards of directors and 17 out of 50 (34%) 
have no ethnic diversity within their executive ranks, according 
to Chicago United’s 2014 Corporate Diversity Profile (CDP). Our 
research on the state of diversity in the leadership ranks at 
Chicago’s top 50 corporations will be updated in 2016, through 
the contributions of Ernst & Young LLP, in the release of the next 
iteration of the CDP publication.

In addition to reporting the current status of racial and ethnic 
diversity, the CDP presents a Toolkit to help corporations 
benchmark their progress towards their inclusion aspirations. In 
the pages ahead, you will read about Chicago United member 
Health Care Service Corporation/Blue Cross Blue Shield who found 
the CDP Toolkit so insightful that they used it as a basis for creating 
their own version as an extension of the diversity and inclusion 
performance goals assigned to their executives.

Recent racially motivated events that have taken place throughout 
the country compound an already complex issue. Employers, and 
individuals interested in promoting equity, need to reflect on and 
acknowledge subtle, more persistent forms of racism and how they 
impact perceptions, actions, and workplace culture.

To expand understanding, Chicago United recently presented a 
Transformative Inclusion Member Forum with the author of Race 
Talk, Dr. Derald Wing Sue, a professor of psychology and education 
at Columbia University, who can be described as a pioneer in 

the fields of multicultural psychology, multicultural education; 
microaggression theory; and the psychology of racial dialogues. 
According to Dr. Sue, “It’s the unintentional bias that does the 
greatest harm to people of color. When you look the disparities 
and inequities we have in education, employment, and health 
care, it is not due to the overt racists or the white supremacists.”

Managers don’t always have a solid understanding of how 
individuals in their workforce are feeling about race related issues 
and how the related emotions are impacting their business. 
Conversations about unconscious bias and their effects, while 
challenging, can bring people together and strengthen the 
workplace when the dialogues are skillfully guided.  

Several of our member companies featured in the following pages, 
including Bank of America, MillerCoors, and United, are engaging 
their employees in productive and meaningful ways around 
tough topics. By encouraging leaders to participate in candid 
conversations, hosting monthly conversations, and creating 
leadership development courses designed specifically to identify 
and manage unconscious biases, these companies have been 
able to facilitate positive conversations which have led to further 
evolution of their ongoing diversity and inclusion efforts.

Reflection on personal perceptions and actions that may be 
unintentionally offensive or unjust and then intentionally opening 
positive, beneficial dialogue will move our society towards a day 
when an equitable workplace is the norm and Chicago United will 
have realized its mission.

Gloria Castillo  
President and CEO 
Chicago United 
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Bank of America believes in the power of differences and their 

commitment to diversity and inclusion is fully ingrained within the 

company culture. This includes addressing and discussing tough 

topics – such as unconscious bias. “Bias is 

inherent in all humans, they are learned as 

a part of our families of orientation,” said 

Wil Lewis, senior vice president, Diversity & 

Inclusion executive at Bank of America. “It is 

important that companies drive awareness 

of biases within their employee base 

and change behavior in the biases that 

negatively impact the company.” 

To ensure these important issues are top of mind, Bank of 

America hosts live and virtual learning sessions for employees. 

“At Bank of America, we have a geographically disbursed 

employee population and to engage a large audience in this 

dialogue, we have hosted regular conversations that directly and 

openly discuss how biases and diversity & inclusion impact us 

in the workplace,” said Lewis. “Employees have an opportunity 

to discuss their experiences and also solicit guidance and advice 

from colleagues in different cities.”

As a leader in the diversity and inclusion space, Bank of America 

recognizes the importance of having these challenging 

conversations and is aware of what can happen if you don’t 

address the issues head-on. “Not addressing unconscious biases 

will ultimately erode morale, negatively impact culture, and 

foster an environment that is not inclusive,” said Lewis. “We find 

that our efforts and focus on inclusion are having an impact as 

discussion of biases has moved from hushed banter to water 

cooler dialogue.”

“The conversation series has been an opportunity for unafraid, 

plain talk and solutions,” said Lewis regarding Bank of America’s 

current diversity and inclusion efforts. “In 2016, we will integrate 

courageous conversations into many of our D&I activities as we 

continue to evolve.” 

MillerCoors is strongly committed to diversity in the workplace 

and its value. Says MillerCoors Chief Human Resources Officer 

Michelle Nettles, “We’re transforming our business by building 

accountability for inclusive leadership, applying unconscious bias 

training, and being innovative in how we elevate the employee 

voice to drive inclusion.”

“In 2014, employees completed “Inclusive Leader,” 

a day-long diversity and inclusion training that 

resulted in successful engagement related 

to diversity and inclusion. “In 2015, the course 

added curriculum designed specifically to 

identify and manage the unconscious biases 

(which we all have) that impact how we lead 

and connect with our teams, hire/promote 

talent, and assess performance,” says Nettles.

As a result of the course, MillerCoors has created action plans to 

help change the game and further engage their employee base. 

“We’re seeing progress in how leaders promote and calibrate 

talent. They’re challenging ratings as it relates to style and 

preference, and valuing different attributes and assets that make 

teams stronger. They’re committing to diverse interview panels 

and diverse candidate slates in the recruitment process,” says 

Nettles. “Leaders are also assessing talent dashboards to identify 

gaps to build a pipeline of diverse leadership talent.”

Knowing there is still work to be done, MillerCoors has continued 

taking steps forward. “We recently launched an innovation platform. 

Through the new ideation technology and internal crowdsourcing, 

we’ve been able to strengthen collaboration and inclusion to solve 

business needs, including unique ideas for new products.” says 

Nettles. “Our CEO has been conducting listening sessions with small 

groups companywide, including employee resource group (ERG) 

leaders. We’re using that feedback to shape expectations for leaders, 

enhance people processes within specific functions, and encourage 

documentation of ERG work in individual performance reviews.”

“Diversity and inclusion must be addressed head-on. Otherwise, 

what might be perceived as a ‘people issue’ will quickly become 

a business performance issue,” says Nettles about the future 

of MillerCoors’ diversity and inclusion efforts. “By managing 

unconscious bias and elevating the employee voice, you can change 

mindsets and add value to the business – Inside your walls and out.” 

Michelle Nettles 
Chief Human  
Resources Officer 
MillerCoors

Wil Lewis 
SVP, Diversity &  
Inclusion Executive 
Bank of America
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on Unconscious Bias



In today’s world, for businesses and organizations of all sizes, 

earning and keeping the trust of employees and customers has 

never been more imperative, and the responsibilities all of these 

companies have to the diverse communities they serve is critical. 

As managing director – Diversity and Inclusion 

at United Airlines, Greg Jones believes the 

organization’s shared purpose of earning trust 

is at their core. “Our diversity and inclusion 

initiatives, which go beyond merely reaching 

a certain head count of diverse employees, 

are central to building trust and creating 

meaningful change in how we think about 

and cultivate diversity.”  

United has been successful at positioning diversity and inclusion 

as a core leadership competency by encouraging leaders to 

openly discuss potential biases in order to remove any issues 

from the workplace. Jones highlighted the need to help leaders 

understand and leverage each employee’s unique differences.  

“A leader who is comfortable engaging with only three out 

of five direct reports is theoretically operating at 60 percent 

capacity as a leader. That level of effectiveness is unacceptable,” 

highlights Jones. 

“We focus on developing leaders who engage and empower all 

employees at United. We do this by encouraging our leaders to 

participate in candid conversations that address potential biases 

– the first step toward eliminating them from the workplace. This 

approach requires a willingness to speak openly and share honest 

perceptions of the world. Incorporating these conversations into our 

leadership training has been liberating at every level of the company.  

It’s not always easy, but we’ve found that from these transparent 

conversations, our leaders have learned how to better support the 

employees on their team and fully leverage their talents.”

“At United, we are all proud of the progress we have made in 

these initiatives,” adds Jones. “But, we are just getting started.  

We know there is still much work to be done to be truly inclusive.”

Open Dialogue Creates a Culture  
of Engagement: United Airlines’  
Greg Jones on Inclusion Competency

Biases are part of the human experience. Some are positive, for 

example, a bias towards philanthropic action. Some biases, often 

unconscious, are hurtful and harmful to individuals especially in a 

racial context. Negative biases may prevail, even when well-intended 

employees consciously try to progress corporate diversity and 

inclusion. The behaviors of individuals with unchecked unconscious 

racial biases negatively affect the culture of the company.  And, 

as most business leaders will attest, developing a strong, positive, 

inclusive corporate culture is mission critical to successful operations. 

Companies can evaluate their culture to identify ways to decrease 

the effects of unconscious bias and enhance their talent practices. 

One way companies can conduct a culture audit or benchmark 

their practices is by using an evaluation tool, like Chicago United’s 

Corporate Diversity Profile (CDP) Toolkit. 

Chicago United member Health Care Service Corporation (HCSC)/

Blue Cross and Blue Shield of Illinois (BCBSIL) embraced the CDP 

Toolkit and leveraged it to create their own internal Diversity & 

Inclusion (D&I) Toolkit as an extension of the D&I performance goals 

assigned to their executives.

“The D&I Toolkit guided leaders through 

talent acquisition, building a talent 

pipeline, talent development, and 

ultimately, how to be an inclusive leader,” 

said Manika M. Turnbull, vice president & 

chief diversity officer, HCSC. “Each section 

of the Toolkit aligned to key elements of 

the goal and kept D&I at the forefront of 

the conversation as it relates to engaging 

current and potential employees.” 

A culture audit enables CEOs and diversity leaders, with the 

resources to provide measureable direction, to evaluate what 

their organizations can do to improve in areas critical to D&I 

advancement. “The Toolkit set the tone that inclusive behaviors are 

expected of HCSC’s leadership,” said Turnbull. “We see this Toolkit 

as a foundation and a reference for our leaders going forward.” 

Taking an in-depth and disciplined approach to examining a 

corporate culture using guidance from an audit tool provides 

companies with the information and metrics they need to move 

the needle in a positive direction for inclusive talent development. 

“The Toolkit further provided leaders with insight on where their 

organization stands in terms of diversity and inclusion, and a vision 

for where they would like to be in the future,” said Turnbull.

Chicago United strives to find different ways to increase diversity 

among leadership within the top ranks of Chicago, and the CDP 

Toolkit is one way that companies can make impactful strides in 

developing inclusive practices and addressing uncomfortable, but 

important, topics – including unconscious bias. 

Manika M. Turnbull
Vice President & Chief 
Diversity Officer, 
HCSC

Greg Jones 
Managing Director, 
Diversity & Inclusion 
United Airlines

Health Care Service Corporation’s 
D&I Toolkit Guides Inclusive  
Behaviors



As workplaces increasingly engage in conversations about race, the 
need for leaders with wide expertise in the field of transformative 
inclusion is more prevalent than ever. One such trailblazer in the 
study of the psychology of racial dialogues and racism/antiracism is 
Dr. Derald Wing Sue.

Dr. Sue can easily be considered a pioneer of the field of multicultural 
psychology, education, and counseling. He has conducted extensive 
multicultural research and writing long before the academic community 

perceived it favorably, and his theories and concepts have paved the way for a generation of 
younger scholars interested in issues of marginalized populations and multicultural psychology. 

One of Dr. Sue’s most prominent achievements as it relates to unconscious bias includes a ten-
year study on the causes, manifestations, and impact of racial “microaggressions.” According to 
Dr. Sue, microaggressions are the brief, everyday exchanges that send denigrating messages to 
certain individuals because of their group membership, which generally happen below the level 
of awareness of well-intentioned members of a dominant culture. 

Some believe these aversive and subtle forms of bias create minimal harm. When, in fact, 
Dr. Sue’s research suggests these slights are responsible for creating inequities in education, 
employment, and health care, as well as for producing emotional distress in people of color.

Dr. Sue’s study on microaggressions allowed many minorities to feel empowered and validated 
their experiential realities. In the workplace, he has been able to apply his research on bias to 
provide key insights, techniques, and advice for navigating and leading honest and forthright 
discussions that help leaders break through barriers and realize the benefits of diversity 
and inclusion. He has also done extensive cultural diversity training for many Fortune 500 
companies, was invited to address President Clinton’s Race Advisory Board on the National 
Dialogue on Race, and participated in a Congressional Briefing on the “Psychology of Racism 
and the Myth of the Color-Blind Society.”  

He recently gave an exclusive presentation to Chicago United 
members, hosted by PwC, at which he underscored the reason why 
conversations about race are so difficult and why it is important 
to have them in order to generate a positive impact on society 
as a whole. He introduced his new book, titled Race Talk and the 
Conspiracy of Silence: Understanding and Facilitating Difficult Dialogs 
on Race, and explored the characteristics, dynamics, and meaning 
behind discussions about race and the hidden “ground rules” that 
inhibit honest and productive dialogue. 

Members come to the organization for unparalleled, honest, and candid discussions of race 
and ethnicity in business. Some have earned national accolades for their efforts to promote 
multiracial leadership by leveraging best-in-class diversity and inclusion practices. Others may 
be implementing first-time programs and processes. Regardless of where they are on the curve, 
every member contributes to the environment and learns ways to optimize their businesses 
through their participation. 

If you want to take part in our courageous conversations, visit www.chicago-united.org or 
call 312-977-3060 for information on becoming a member.
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Chicago United Members:

Abbott

AbbVie

Access Community  
Health Network

Advocate Health Care

Allstate Corporation 

Aon 

Ariel Investments 

Astellas US, LLC 

Bank of America

Baxter International Inc.

Blue Cross Blue Shield 
of Illinois/ Health Care 
Service Corporation

BMO Harris Bank N.A.

BP America Inc.

Bryan Cave LLP 

Cabrera Capital  
Markets, LLC

Carrington &  
Carrington, Ltd.

Central City  
Productions, Inc.

Chicago Botanic Garden

The Chicago  
Community Trust

Chicago Sun-Times 

The Chicago Urban 
League 

The Chicago Zoological 
Society 

CIVIQ Smartscapes 

Clayco 

ComEd, An Exelon 
Company

Crain’s Chicago Business

CSMI

Cushman & Wakefield 

Dinsmore & Shohl LLP 

Endow, Inc.

Ernst & Young LLP

Federal Reserve Bank  
of Chicago

Financial Executives 
International

Franczek Radelet P.C. 

Golin 

Grant Law, LLC

Greeley and Hansen

Heidrick & Struggles

Hispanic Housing  
Development Corporation

Holland Capital  
Management LLC

The Hollins Group Inc.

Hyatt Hotels Corporation

Johnson, Blumberg & 
Associates, LLC

Katten Muchin  
Rosenman LLP

KPMG LLP

Krieg DeVault LLP 

Laner, Muchin, Ltd.

Loop Capital

LSL Healthcare Inc.

Macy’s 

Manpower

McDonald’s Corporation 

Mesirow Financial

MillerCoors

Mitchell & Titus, LLP

Montenegro

Morgan Stanley

MZI Group Inc.

Nicor Gas

NJW Consulting 

Northern Trust

Northwestern Medicine

Northwestern University 

Odell Hicks &  
Company, LLC

Peoples Gas & North 
Shore Gas 

PNC Bank

Prado & Renteria CPAs 
Prof. Corp.

Primera Engineers, Ltd.

Pugh, Jones &  
Johnson, P.C.

PwC LLP

Quarles & Brady LLP

Quintairos, Prieto,  
Wood & Boyer, P.A.

RGMA

RME (Rubinos & Mesia 
Engineers, Inc.)

Roosevelt University 

Rush University Medical 
Center

Sanchez Daniels &  
Hoffman LLP

Seaway Bank and Trust

Sidley Austin LLP

Sodexo 

Spencer Stuart

Tampico Beverages, Inc.

UBM Facility Services Inc.

United Airlines 

The University of  
Chicago /University of 
Chicago Medicine

University of Illinois  
at Chicago

UPS

USG Corporation 

Walgreens

Washington, Pittman  
& McKeever, LLC

Weber Shandwick 

Wedgeworth Business 
Communications 

Wynndalco  
Enterprises, LLC

Dr. Derald Wing Sue


