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Because achieving diversity in the work-
place requires an ongoing commitment, 
many businesses in 
San Diego County 

are working to develop more 
inclusive recruiting, hiring, 
and promotion practices.

Achieving ethnic, gender, 
and cultural diversity is all 
about commitment, said Ste-
ven Jones, the CEO of Jones 
& Associates Consulting Inc., a 
leadership advisory and organi-
zational change consulting firm based in San Diego.

“Diversity has got to be led and engaged from 
the top of the organization,” Jones said. “Middle 
managers have to be taught the skills to lead inclu-
sively. Frontline employees have to feel the safety 
to share their viewpoints.”

Many business owners recognize that companies 
that make a commitment to be inclusive typically 
perform better. Businesses with a diverse workforce 
are better positioned to create products and services 
that have broad consumer appeal, Jones said. A 
workplace that embraces diversity and inclusion can 
find new ways to understand the needs of customers. 

“I would frame it as an opportunity for innova-
tion,” Jones said. “When we talk about diversity we 

say it’s important to focus on diversity of thought. 
Diversity of thought is a key driver to innovation...
The core part of that is to make sure a commitment 
to inclusion and diversity is connected to business 
goals and objectives.”

Recognizing Biases
Having a positive impact on a business’s bottom 

line requires that employees at all level have the 
skills to recognize conscious and unconscious bi-
ases, he said. Many local companies are struggling 
with how to recruit and develop diverse talent. 
Some companies say they want diversity but have 
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To Build A Diverse Workforce, Companies Must
Recognize Bias, Redo Hiring and Development Processes

When a Commitment
Is Not Enough

Source: ESMI, California Labor Market Information Department, SDEDC

Job Catergoriess MalM es sFemales

Management Occupations 62,62 150 35,108

Business and Financial Operations Occuppations 44,820 48,663

Computer and Mathematical Occupationss 39,39 655 12,859

Architecture and Engineering Occupations 36,422 6,312

Life, Physical, and Social Science Occupaations 12,12 467 10,462

Community and Social Service Occupatioons 7,435 15,242

Legal Occupations 8,68, 88 8,072

Education, Training, and Library Occupations 29,174 65,122

Arts, Design, Entertainment, Sports, and MMedia Occupations 17,17 416 14,423

Healthcare Practitioners and Technical Occcupations 23,138 54,982

Healthcare Support Occupations 6,06, 02 31,036

Protective Service Occupations 26,938 8,857

Food Preparation and Serving Related Occcupations 76,76 702 80,345

Building and Grounds Cleaning and Mainttenance Occupations 40,730 26,696

Personal Care and Service Occupations 19,19 366 50,101

Sales and Related Occupations 80,083 80,301

Office and Administrative Support Occupaations 63,63 787 2169,772

Farming, Fishing, and Forestry Occupations 5,394 2,407

Construction and Extraction Occupations 73,73 997 2,967

Installation, Maintenance, and Repair Occcupations 47,062 1,886

Production Occupations 49,49 478 22,273

Transportation and Material Moving Occuupations 60,413 12,987

Military occupations 89,89,28686 13,13,125125

Total 920,603 774,001

Hispanic or

Latino
White

Black or African 

     American 

Indian American 

Nativeor Alaska 
AsA iann

N waiianative Haw
acific or Other Pa
rIslande

20,472 58,122 3,580 247 12,2 3255 295

18,561 51,319 5,404 219 15,030 334

6,483 24,612 1,897 87 17,7 9044 131

6,297 22,552 1,192 82 11,537 124

2,859 11,546 594 56 7,17, 83 44

6,887 9,976 2,687 97 2,308 102

2,764 11,074 642 26 1,71, 85 31

24,185 50,978 4,847 244 11,303 220

6,107 20,347 1,203 68 2,92, 79 65

14,760 35,307 4,496 177 21,181 250

13,572 12,330 3,778 122 5,95,9933 195

12,023 15,026 4,994 142 2,279 189

65,381 61,077 7,856 490 17,347 660

42,593 16,461 3,126 173 3,978 225

23,079 28,112 4,448 285 11,225 318

53,324 78,407 7,425 470 16,034 590

76,073 110,667 15,056 761 23,23,769769 1,272

5,474 1,728 178 21 327 20

39,543 31,252 2,014 323 2,385 301

18,497 23,507 2,120 170 3,380 236

30,393 26,596 3,233 230 9,883 256

33,477 26,090 6,472 220 4,976 528

22,767 55,812 12,703 709 5,95,9772 52

545,572 782,898 99,947 75,417 211,081 6,440
       

THE LISTS 15 Cleantech Cos. 24 Oldest Cos. in San Diego



Women in the Workplace
With the rise of the Me Too move-

ment, there has been greater attention 
focused on the inclusion of women in 
business leadership roles. LEAD San 
Diego, a leadership development arm of 
the San Diego Regional Chamber of Com-
merce, launched a women’s training pro-
gram last year to address the gender gap 
in high-ranking executives and in board-
rooms, noted Elizabeth Fitzsimons, the 
San Diego Regional Chamber of Com-
merce’s vice presi-
dent for leadership 
and engagement. So 
far there have been 
40 graduates.

“It’s our intent 
to help women ele-
vate their careers at 
the highest levels,” 
she said. “Having 
more women in de-

cision-making positions is good for busi-
ness and good for organizations,” Fitzsi-
mons said.  

At San-Diego-based WD-40, 20 per-
cent of the board members are women. 
The company aggressively promotes in-
clusion in the workplace.

WD-40 is a global firm that markets 
lubricants, hand 
cleaners, and house-
hold cleaning prod-
ucts. It has 120 em-
ployees in San Diego 
County and close to 
500 worldwide. Be-
ing open to ideas 
from diverse people 
is an advantage, said 
CEO Garry Ridge.

‘A Tribe Not a Team’
“We call ourselves a tribe, not a team,” 

he said. “One of the things people have a 
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‘A Tribe Not a Team’
“We call ourselves a tribe, not a team,”

he said. “One of the things people have a 

huge desire for in life is to belong. Most 
people leave organizations because they 
feel like they don’t belong.”

When you include everyone in work-
place decisions, the company benefits fi-
nancially, Ridge said.

“Varied perspectives result in cre-
ative solutions, solutions that don’t 
emerge when disparate views are sup-
pressed,” he explained. “Varied cul-
tural exchanges enrich the lives of  all 
concerned, which makes the time we 
spend at work that much more reward-
ing and enjoyable. That causes engage-
ment, which means the application of 
each person’s discretionary efforts to 
the highest degree. And that causes bet-
ter results than if  all those brains were 
holding back.”

Making Gradual Progress
Joe-Joe McManus, chief  diversity of-

ficer for California State University San 
Marcos, said the 
young women and 
students of color 
he works with don’t 
always realize the 
challenges they may 
face to achieve suc-
cess when they enter 
the workplace.

“The ceiling is still 
there,” he said. “The 
challenge to rise in the ranks is still there 
for women and folks of color. We are do-
ing better but we’re not there yet. We’ve 
certainly made progress, but I think it’s 
important not to overestimate what that 
progress is.”

While calling for calling for diversity 
in the workplace is important, it’s also 
important to “make sure that the metrics 
are in place and that we hold ourselves 
accountable for diversifying on every lev-
el,” he said.   

Involving Business Leaders
Jones said that to create a workplace 

that embraces inclusion, top execu-
tives must be actively involved in the  
process.

“This is not about putting a whole 
bunch of people through training and 
everybody will change,” he said. “Com-
panies in San Diego County have to en-
gage all leaders at the top of their orga-
nizations.”

a hard time accepting it. The tendency is 
to encourage people who are different to 
fit in. While intentions may be good, the 
result is a workplace that doesn’t encour-
age new ideas, Jones said. 

“I believe most executives want to have 
a team that wins,” Jones said. “What we 
know from research is diverse teams out-
perform teams that are similar.”

Denise Hummel, founder and chief in-
novation officer of Lead Inclusively Inc, 
agrees. The former 
attorney said her 
talent advisory firm 
focuses on the con-
nection between in-
clusion and perfor-
mance.

When companies 
commit to diver-
sity and inclusion, 
they need to follow 
through to make sure their goals are be-
ing implemented, Hummel said.

“It starts at the top but it can’t end 
there,” she said.

Taking Action
If  the commitment isn’t part of  the 

corporate culture, inclusion efforts 
won’t be sustainable, she said. While 
a CEO may call for more diversity, if  
that isn’t being acted upon by execu-
tives or the company’s human resourc-
es department, the business won’t 
make the shift. If  workers are recruited 
to bring diversity to a company but ar-
en’t included in decisions, there will be 
attrition.

Many recent studies of the workplace 
have found that companies benefit when 
they make a commitment to diversity 
and inclusion. For example:

In 2003 a survey of banks by the Uni-
versity of Texas at Dallas found a clear 
link between racial diversity and en-
hanced financial performance.

A 2014 study by MIT economists 
found that shifting from an all-male or 
all-female office to one split evenly along 
gender lines could increase revenue by 
roughly 41 percent. 

A survey of millennials by PwC in 
2017 found that 86 percent of wom-
en and 74 percent of men in this group 
consider employers’ policies on diversi-
ty, equality and inclusion when deciding 
which company to work for. 

Denise Hummel

Garry Ridge

Joe-Joe McManus
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solution, she add-
ed. The co-found-
ers came to realize 
that training women 
was only part of the 
equation.  

“It became obvious 
that we had to walk 
the walk and be inclu-
sive,” Cabré said.

The program will consist of both on-
line courses and in-person seminars. 
Training will deal with such issues as 
having a successful work-life balance 
and finding ways to make the greatest 
impact in a job. 

“Sometimes the things that we are nat-
urally good at get the best results,” said 
Darnell. “It’s about being able to articu-
late the things you do really well.” 

The disparity between men and 
women in business leadership roles is 
well documented, said Cabré. She said 
that while more than half  of U.S. col-

business outcomes, 
she said. 

“Women are wait-
ing to be called on,” 
she said. “Some-
place along the jour-
ney we stopped rais-
ing our hands. We 
need to teach wom-
en confidence skills. 
We also need to bring men along in the 
conversation. There are specific things 
men can do to that can make them a 
partner.”

Forming Partnerships
Initially the program was going to 

be aimed at training only women, said 
co-founder Adriana Cabré, vice chancel-
lor of human resources for the National 
University System. That didn’t seem in-
clusive, however. Women have a much 
better chance of realizing their potential 
in the workplace if  men are part of the 

National University to Launch Gender Equality Training Effort

Joylyn Darnell Adriana Cabré

LEADERSHIP: 
Program Seeks to  
Train a Million Women 
and Men, Too
n By EMMET PIERCE

Seeking to empower women to ex-
cel in the workplace, National Univer-
sity is preparing to offer training in 
women’s leadership through its Insti-
tute for Leadership Synergy.

Rather than waiting for businesses 
to elevate women to positions of au-
thority, the program seeks to teach 
women how to make sure their contri-
butions are recognized. The institute 
was created in January and the first 
course is expected to be offered this 
summer, said co-founder Joylyn Dar-
nell. Research has shown that com-
panies that take advantage of diverse 
ideas in the workforce have better 

lege graduates are women, only 
about 30 percent of people in mid-
dle-management roles are female.

Aiming High
Darnell said one of the goals of 

the institute is to train 1 million 
women in the next five years to be-
come effective leaders and recruit 1 
million men to advocate, sponsor, 
and champion inclusive workplace 
leadership. The institute hopes to 
form training partnerships with cor-
porations both locally and national-
ly.

Darnell noted that research con-
sistently has shown that companies 
that take advantage of diverse ideas 
in the workplace have better finan-
cial business outcomes. Rather than 
urging companies to promote wom-
en because it’s the right thing to do, 
the institute hopes to show them that 
it’s the right thing for their business. 

2017 
S.D. County  
Workforce 
Breakdown

Ethnic

54%46%

Hispanic or Latino 32%

White 46%

African American 6%

American Indian 
Alaska Native 0%

Asian 12%

Native Hawaiian or 
Pacific Islander 0%

Two or More Races 3%

Gender

Women

Hispanic
or Latino

White

MenSource: ESMI, California Labor Market 

Information Department, SDEDC
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