
With Jacobs’ recent acquisition of CH2M, 
we conducted an organizational culture 

assessment to identify ways to advance 
diversity and inclusion. The assessment 
provides a new baseline for us to bolster our 
position as the industry’s choice employer 
at a time of acute competition to attract and 
retain the very best in talent.

We launched four diversity and inclusion 
workstreams to take the combined company 
forward:

1.  Develop an integrated diversity and 

inclusion strategy to embed in all 

aspects of our business, from employee 

engagement, development and 

recruiting to supply chain initiatives to 

differentiate our business.

2.  Drive leadership accountability for 

diversity and inclusion, increasing 

representative diversity in management 

throughout the company with 

intentional development and 

advancement.

3.  Increase Talent Management and 

Development programs proven to 

improve diversity and inclusion for the 

advancement of employees.
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Jacobs’ entire business depends on diverse people and perspectives working 
with clients on complex issues that are critical to society and our future. To 
innovate and deliver our best requires an inclusive culture, and we build it by 
acting with intent to develop and promote diverse teams and supply chains.
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“
Examples include an interactive 

training program on unconscious 

biases delivered to more than 400 

senior company leaders in the first 100 

days of integration and a workshop for 

the top 40 leaders.

4.  Harmonize and emphasize consistency 

of company standards and practices 

supporting diversity and inclusion, 

exemplifying actions to uphold 

standards.

With post-acquisition integration of people, 
systems and processes, Jacobs leaders 
set forth expectations for all employees to 
demonstrate inclusiveness valuing diverse 
representations of people, cultures and 
perspectives as a core tenet of integration, 
including:

•  Establishing diversity and inclusion 

as a top priority from the first day of 

integration. I relayed this commitment 

in meetings with employees across the 

company.

•  Inclusively integrating employee 

network groups from both companies 

to retain and increase engagement 

and funding support to expand upon 



best-practice programs. These efforts 

included:

•  An employee network group 

summit in which 150 employees 

collaborated to combine missions 

and visions and establish objectives 

for seven newly combined network 

groups.

•  Selection of senior executive 

sponsors for each group within 

the first 100 days of closing to 

demonstrate the leadership team’s 

active support of the employee 

networks.

•  Establishment of a Diversity and 

Inclusion Council with executive 

sponsors and representatives from 

each employee network group to 

lead, advocate, coordinate, inform, 

model and monitor the company’s 

progress on advancing diversity 

and inclusion at Jacobs, as well as 

with clients, business partners and 

suppliers.

These efforts have increased senior 
management engagement and boosted 
employees’ involvement in the network 
groups, with an overwhelming positive 
response to a recent announcement to all 
employees about the progress we’re making.

Public stakeholders are noticing too, 
evidenced by responses to a Forbes’ 
employer survey that garnered the company 
a No. 55 ranking among America’s Best 
Employers for Diversity.
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