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(1) 

AN OVERVIEW OF DIVERSITY TRENDS IN 
THE FINANCIAL SERVICES INDUSTRY 

Wednesday, February 27, 2019 

U.S. HOUSE OF REPRESENTATIVES, 
SUBCOMMITTEE ON DIVERSITY AND INCLUSION, 

COMMITTEE ON FINANCIAL SERVICES, 
Washington, D.C. 

The subcommittee met, pursuant to notice, at 2:05 p.m., in room 
2128, Rayburn House Office Building, Hon. Joyce Beatty [chair-
woman of the subcommittee] presiding. 

Members present: Representatives Beatty, Clay, Green, 
Gottheimer, Gonzalez of Texas, Lawson, Dean, Garcia, Phillips; 
Wagner, Mooney, Budd, Hollingsworth, Gonzalez of Ohio, Steil, and 
Gooden. 

Ex officio present: Representatives Waters and McHenry. 
Chairwoman BEATTY. The Subcommittee on Diversity and Inclu-

sion will come to order. Today’s hearing is entitled, ‘‘An Overview 
of Diversity Trends in the Financial Services Industry.’’ 

Without objection, the Chair is authorized to declare a recess of 
the committee at any time. Also, without objection, members of the 
full Financial Services Committee who are not members of this 
subcommittee are authorized to participate in today’s hearing. 

The subcommittee is meeting today pursuant to the notice to 
hear testimony on an overview of diversity trends in the financial 
services industry. I will now recognize myself for 5 minutes to give 
an opening statement. 

To the Members, I would also like to advise you that votes may 
be called around 2:20 or 2:30. We will proceed with opening state-
ments from myself, from Ranking Member Wagner, and 5 minutes 
to our witness, if time allows, before recessing for votes. 

Thank you for joining me today for this first historic hearing of 
the newly established Subcommittee on Diversity and Inclusion. I 
would like to take time to thank Ranking Member Ann Wagner 
and the members of this committee for serving on the Sub-
committee for Diversity and Inclusion, which I am proud to Chair. 

Diversity and inclusion issues are important to me. Before I 
came to Congress, I worked directly with government agencies, 
nonprofits, and major corporations, including financial institutions, 
on how to create more diverse workplaces. As such, I understand 
the challenges that both industry and government face in over-
coming the obstacles that can prevent the full inclusion of diverse 
populations. I am honored to bring my experience on this issue to 
the committee. 

VerDate Nov 24 2008 16:07 Jul 12, 2019 Jkt 095071 PO 00000 Frm 00007 Fmt 6633 Sfmt 6633 K:\DOCS\HBA058.130 TERRI



2 

Under the leadership of Chairwoman Waters, the Financial Serv-
ices Committee created this subcommittee to institutionalize the 
consideration of diversity and inclusion issues, create a forum for 
discussing diversity data and trends, raise awareness, and review 
and assess how the financial services industry maintains and 
grows their inclusiveness of people of color, women, urban and 
rural persons, persons of disability, LGBTQ, millennials, Native 
Americans, and Active Duty servicemen and our Nation’s veterans. 

It is no secret that the lack of diversity and inclusion in our soci-
ety leads to persistent income inequities and also growing the 
wealth gap, which we are prepared to explore. 

Now, let us look at some statistics. According to the U.S. Census 
Bureau, within the next 25 years more than half of all Americans 
are expected to belong to a minority group. 

Additionally, the Equal Employment Opportunity Commission, 
commonly known as the EEOC, reported in 2013 that while women 
represent 53.2 percent of the professionals, they make up only 
about 38.6 percent of employees at the management level. 

The EEOC also reported in 2013 that although African Ameri-
cans and Hispanics collectively represent almost half of the service 
workers and laborers industries, they are disproportionately under-
represented in the professional and management ranks. 

A larger, more diverse talent pool should lead to a more diverse 
workforce, and yet, despite increased awareness of the business im-
portance of diversity in the workplace and elsewhere in society, 
troubling disparities persist that affect recruitment, retention, and 
promotion. 

These disparities are very pronounced in the financial services 
industry in particular, as today’s hearing and our witness’ testi-
mony will demonstrate. For instance, according to the U.S. Govern-
ment Accountability Office (GAO), from 2007 to 2015, the percent-
age of African-American managers in the financial services indus-
try decreased from an already low 6.5 percent to 6.3 percent and 
remained largely unchanged for women at 45 percent. 

As I look around this room, we are representative of different 
cultures, different regions of the country, and different views. As 
the Noble Laureate Maya Angelou has appropriately famously 
quoted, and I paraphrase, in diversity there is beauty and there is 
strength. We should know that diversity makes for a rich tapestry, 
and we must understand that all threads of that tapestry are equal 
in value, no matter their color. 

During the course of this Congress, we will analyze diversity and 
inclusion trends and data, exercise oversight of what regulators 
and industries are doing in this space, highlight best practices, and 
consider legislation that may be needed to change the culture in 
government and industry, and move the needle in a positive direc-
tion on the issues of diversity and inclusion in our Nation. 

Numerous studies have proven empirically that diversity in-
creases productivity and the bottom line. Yet, the data on diversity 
and inclusion efforts in our Nation’s industries and government are 
not aligned. We need to find out why and we need to fix it now. 

I look forward to working with all of the members of this com-
mittee in a bipartisan manner and conducting this subcommittee 
with civility and respect for all members. 
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Now, I would like to say, welcome to the Subcommittee on Diver-
sity and Inclusion. I look forward to hearing the testimony of to-
day’s witness, Mr. Daniel Garcia-Diaz, who serves as Director in 
GAO’s Financial Markets and Community Investment team, and is 
an expert in analyzing and assessing diversity and inclusion. 

The Chair now recognizes the ranking member of the sub-
committee, the gentlewoman from Missouri, Mrs. Wagner, for 4 
minutes for an opening statement. 

Mrs. WAGNER. Thank you so much, Madam Chairwoman. It is an 
honor to be with you this afternoon, holding the inaugural hearing 
of this new, very important subcommittee. I look forward to work-
ing with you and Chairwoman Waters as we examine how best to 
promote diversity and inclusion in the financial services industry. 

Women and minorities are growing their numbers and securing 
leadership positions on Main Street, Wall Street, and as elected of-
ficials. However, there is still much work to be done to ensure the 
financial industry, along with many other sectors of the U.S. econ-
omy, is reaping the benefits of our country’s diversity. 

While we need more data and information, research shows that 
diversity and inclusion can bring both social and economic benefits 
to the workplace. A study by the Milken Institute found that diver-
sity in the composition of organizational groups affects outcomes 
such as turnover and performance. Several studies have revealed 
a connection between greater diversity and enhanced financial re-
turns. Further, corporate scandals are less common on boards 
where women and minorities are represented. 

This subcommittee’s jurisdiction includes overseeing the effec-
tiveness of the Offices of Minority and Women Inclusion, known as 
OMWIs, at Federal financial services agencies. Earlier this month, 
I contacted the eight regulatory agencies with Offices of Minority 
and Women Inclusion to further understand agency efforts to in-
crease diversity and inclusion. 

Today, I do want to welcome Daniel Garcia-Diaz, who authored 
a November 2017 GAO report examining diversity in the financial 
services sector. 

We thank you, Daniel, for taking the time to share your results 
with us. 

The findings of the report show that industries’ good intentions 
are not necessarily resulting in increased diversity across the sec-
tor. This is an issue across the American economy, from the tech-
nology industry to the media. 

While there is no question that companies are committed to pro-
viding opportunity for all employees, and there are many success 
stories, the report demonstrates that the overall level of diversity 
within the industry did not significantly improve from 2007 to 
2015. 

After reading this report, it is clear that recruitment and reten-
tion are the primary challenges that companies face as they try to 
address diversity in their ranks. Talent among those with diverse 
backgrounds is equal, but we must do more to promote equality of 
opportunity. 

The financial services industry, led first by OMWIs, can find 
ways to better seek out and train promising diverse candidates at 
first-, mid-, and senior-level career stages. Opportunity starts early, 
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as we have seen in STEM-related professions. It starts early with 
education and finding ways to attract high school students and un-
dergraduate and graduate students to careers in the financial serv-
ices sector. 

I so look forward to working with my friend, Chairwoman Beatty, 
on these twofold initiatives: ensuring that the financial services in-
dustry is benefiting from America’s diversity; and ensuring that 
people from diverse backgrounds and all socioeconomic levels have 
the resources, access, and pathways to benefit from our robust fi-
nancial services industry, an industry that has improved the qual-
ity of life for so many Americans. 

I thank you all for coming to this inaugural Diversity and Inclu-
sion Subcommittee hearing. 

And I thank you, Director Garcia-Diaz, for your testimony this 
morning. 

I yield back. 
Chairwoman BEATTY. Thank you. 
The Chair now recognizes the ranking member of the full Finan-

cial Services Committee, Mr. McHenry, for 1 minute. 
Mr. MCHENRY. Thank you, Madam Chairwoman, and thank you 

for your leadership. 
I also want to thank the ranking member of the subcommittee, 

Ann Wagner, who is the Full Committee vice ranking member as 
well, for her leadership and commitment to this important issue. 

I support Chairwoman Waters’ decision to create this new sub-
committee, and I continue to support her work on the issues facing 
diversity and inclusion in the financial services sector. 

Additionally, I want to commend Ranking Member Wagner for 
her diligence on this issue and leadership. Two weeks ago, the 
ranking member sent letters to all the Offices of Minority and 
Women Inclusion, better known as OMWIs, at the regulatory agen-
cies to better understand their actions on diversity. The responses 
from these letters and the information gleaned from this hearing 
will help this subcommittee identify the appropriate role of Con-
gress on a going-forward basis to facilitate greater diversity in the 
industry and at regulatory agencies. 

I look forward to the hearing, and I certainly appreciate all the 
work that the GAO does in a disciplined study at the direction of 
Congress. 

Chairwoman BEATTY. The Chair now recognizes the chairwoman 
of the full Financial Services Committee, Chairwoman Waters, for 
1 minute. 

Chairwoman WATERS. Thank you very much, Madam Chair-
woman. 

Today, we are convening for the first time the Subcommittee on 
Diversity and Inclusion, which will examine and resolve the sys-
temic economic exclusion of women, people of color, persons with 
disabilities, LGBTQ-plus individuals, veterans, and other members 
of our society who have to fight for a seat at the table. 

I am pleased that the subcommittee is beginning with this hear-
ing on an issue that has stymied the financial services industry: in-
cluding women and minorities in management. 

Beginning in February of 2005, 14 years ago, the Financial Serv-
ices Committee requested that the GAO review diversity trends in 
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the financial services industry. In 2006, GAO looked at diversity 
from 1993 to 2004 and reported that the percentages of minorities 
in management rose from 11.1 percent to 15.5 percent, with the 
percentage of African Americans rising from 5.6 percent to 6.6 per-
cent. 

GAO has since updated its report several times. In GAO’s most 
recent report covering 2007 to 2015, minority representation in-
creased from 17 percent to 21 percent. However, the percentage of 
African Americans in senior roles decreased from 6.5 to 6.3 percent, 
and all minorities continued to be underrepresented. 

For years, policymakers, diversity advocates, and diversity pro-
fessionals in the financial services industry have sent the message 
that diversity and inclusion must be more than words. They re-
quire action and resolve. Unfortunately, the data shows that the fi-
nancial services industry lacks both today. 

This subcommittee begins the process of shining light on these 
trends and begins its work to improve the industry so that our fi-
nancial system works for everybody. 

And I am so pleased that Mrs. Beatty has taken the leadership 
on this Diversity Subcommittee. There is nobody, no one else who 
could do the job better than she can. 

I yield back the balance of my time. 
Chairwoman BEATTY. Thank you. 
Today, we will welcome the testimony of Daniel Garcia-Diaz. Mr. 

Garcia-Diaz is Director of Financial Markets and Community In-
vestment at the United States Government Accountability Office 
(GAO). He is also the author of the GAO report, ‘‘Trends in Man-
agement Representation of Minorities and Women and Diversity 
Practices, 2007–2015.’’ 

The witness is reminded that his oral testimony will be limited 
to 5 minutes. And without objection, his written statement will be 
made a part of the record. The witness is reminded to turn on his 
microphone and abide by the three lights in front of him: green 
means go; yellow means wrap it up; and red means stop. 

Mr. Garcia, you are now recognized for 5 minutes to give an oral 
presentation of your testimony. 

STATEMENT OF DANIEL GARCIA-DIAZ, DIRECTOR, FINANCIAL 
MARKETS AND COMMUNITY INVESTMENT, U.S. GOVERN-
MENT ACCOUNTABILITY OFFICE (GAO) 

Mr. GARCIA-DIAZ. Chairwoman Beatty, Ranking Member Wag-
ner, and members of the subcommittee, thank you so much for the 
opportunity to be here today to discuss GAO’s work on trends in 
workforce diversity in the financial services industry. I am espe-
cially pleased to be participating in the first hearing of the newly 
established Subcommittee on Diversity and Inclusion. 

Over the years, GAO has worked with the Financial Services 
Committee to share information on the extent that minorities and 
women are making headway in the financial services industry, par-
ticularly at the management level. 

My statement today draws from our most recent report, issued 
in November 2017. Specifically, I will focus on trends in minority 
and women representation among managers in financial firms from 
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2007 through 2015, and practices these firms have identified to ad-
dress challenges in increasing diversity. 

Unfortunately, the trends are clear: Management-level represen-
tation of minorities and women showed marginal to no increase 
from 2007 through 2015. 

The situation is more worrying when we look at representation 
at the senior level. Specifically, minority representation increased 
from about 11 percent to 12 percent in this period. In addition, Af-
rican-American representation decreased not only in percentage 
terms, but also in absolute numbers. 

Among first- and mid-level managers, that is just right below the 
senior level, minority representation increased from 19 to 22 per-
cent in this period. 

When we look at women representation, we found that it re-
mained unchanged at the senior level, at around 30 percent. How-
ever, women representation was much stronger among first- and 
mid-level managers, at almost 48 percent. 

We also looked at representation by different sectors within the 
financial services, and generally banks and lenders had greater 
representation of minorities than the other sectors, such as insur-
ance and securities. In fact, the insurance sector lagged banks by 
almost 3.5 percentage points. 

Women representation in management tended to be the highest 
in the insurance sector. The security sector tended to have the low-
est level of women representation. 

For today’s hearing, my team examined EEOC data for 2016, the 
most recent available at this time, and we observed little or no 
change since 2015 across many of these measures for minorities. 
And we also noticed some growth in women representation among 
first- and mid-level managers. 

Many firms recognize that an inclusive workforce can help at-
tract the best and the brightest and can contribute to innovation 
in products and services. But simple aspiration for achieving a di-
verse workforce is not enough. Diversity management requires in-
tentional and strategic action that is sustained over the long haul. 

For this reason, we consulted with financial firms, industry 
groups, and others to understand the types of practices that they 
have identified to improve upon current trends. We consistently 
heard from experts that firms should engage in broad-based re-
cruitment. In other words, firms need to cast their nets wider and 
not limit themselves to the same schools and the same academic 
disciplines. 

In addition, establishing mechanisms to hold managers account-
able can help firms move towards their workforce diversity goals. 
As we have noted in our past work, leadership commitment to di-
versity is essential, but experts tell us that middle managers may 
not be as committed as leadership. 

Accountability measures to ensure that leaderships’ and man-
agers’ efforts are aligned can be established in a variety of ways. 
For example, one firm representative stated that linking managers’ 
compensation to diversity goals has been an effective practice for 
retaining women and minorities. Establishing such accountability 
measures could help ensure that leadership’s vision is carried out. 

VerDate Nov 24 2008 16:07 Jul 12, 2019 Jkt 095071 PO 00000 Frm 00012 Fmt 6633 Sfmt 6633 K:\DOCS\HBA058.130 TERRI



7 

Finally, firms and stakeholders we met with agreed that data 
analysis to assess the diversity of their workforce and spotting po-
tential bottlenecks and problems is a key part of effectively man-
aging workforce diversity. 

Before I conclude, I would like to highlight for the subcommittee 
GAO’s completed and ongoing work in this area. We have issued 
eight reports related to diversity in the financial sector. We also 
have completed a recent report on Board diversity at the Federal 
Home Loan Banks and are currently examining the diversity of 
these banks’ workforce and business activities. Building on this 
wealth of experience, we look forward to assisting the sub-
committee. 

This concludes my opening remarks. Thank you again for the op-
portunity to speak today, and I will be glad to answer any ques-
tions you have. 

[The prepared statement of Director Garcia-Diaz can be found on 
page 26 of the appendix.] 

Chairwoman BEATTY. Thank you, Mr. Garcia-Diaz. 
I now recognize myself for 5 minutes for questions. 
Mr. Garcia-Diaz, I have a series of questions, but to get through 

my 5-minute time period, I am going to reference a study. The 2015 
international management consultancy firm McKinsey & Company 
first published a report entitled, ‘‘Diversity Matters,’’ which makes 
the business case for diversity. That report has since been updated, 
and the most recent version was published just in January of 2018, 
entitled, ‘‘Delivering Through Diversity.’’ 

The most recent report used a dataset of over 1,000 companies 
in 12 different countries, using two measures of financial perform-
ance: earnings before interest and taxes to measure profitability 
and economic profit margin to measure value creation. 

This data was used in a combination of diversity and inclusion 
efforts of 17 companies from around the globe to study where diver-
sity matters most and how leading companies have used it success-
fully. 

Are you familiar with this report? 
Mr. GARCIA-DIAZ. With the body of work that McKinsey has 

done, yes, and it seems to build on what we have seen in the past. 
But this particular report, no, I have not evaluated it. 

Chairwoman BEATTY. So let me give you a little more data before 
I ask you to respond. 

The report found that companies in the 25 percent for executive- 
level gender diversity were 21 percent more likely to outperform on 
profitability and 27 percent more likely to have superior value cre-
ation. 

Additionally, the report found that companies in the top 25 per-
cent for executive-level ethnic and cultural diversity were 33 per-
cent more likely to have industry leading profitability. 

Conversely, the report found that the less diverse executive 
teams were 29 percent less likely to achieve above-average profit-
ability. 

In your report, there is a section on research on potential bene-
fits of workforce diversity, and I believe it is on page 7. Can you 
briefly discuss your findings in that section and how they support 
the findings that I gave you in the McKinsey study? 
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Mr. GARCIA-DIAZ. We scanned the literature for the 2017 report 
and generally found studies that certainly support the idea that a 
more diverse culture at a firm can contribute to product innovation, 
idea generation in groups. It also can contribute to higher levels of 
satisfaction at work, which of course can be correlated with better 
performance. 

In terms of the association between diversity and financial per-
formance, for the studies we looked at there have been attempts to 
make an association. Often, the challenge with those studies is the 
causation part. It may be correlated, but we don’t know the direc-
tion of causality. 

But, again, generally there is a consistent story that is being con-
veyed through these studies that financial performance can be posi-
tively impacted by a diverse workforce. But of course that is an 
area where I would say that continued study and research would 
be needed to really pin these issues down. 

Chairwoman BEATTY. Okay. Thank you. 
As you know, in our larger Committee on Financial Services, we 

deal a lot with banks and credit unions and securities and other 
activities, insurance and funds and trusts. In your report, you pro-
vided a breakdown of financial services industries in those same 
sectors. 

There was also some alarming data of decreasing numbers, and 
you can pick a minority group, whether it is women, whether it is 
African Americans, or whether it is Hispanics. 

Did the GAO explore some of these trends in the data and why 
they exist? Or can you tell me if there are specific diversity man-
agement practices that could help us address these discrepancies? 

Mr. GARCIA-DIAZ. Yes. The challenges with the data that we are 
working with from EEOC is it is hard to figure out what is going 
on behind the numbers. So we did consult with experts in the field 
and industry representatives and firms to get an idea of what is 
going on. And some of the issues that we heard are certainly kind 
of, if you have been working in diversity and inclusion issues for 
a while, sort of the same set of issues are behind it. 

One thing I would just highlight in the few seconds here is that 
one thing maybe that we heard was the impact of the financial cri-
sis having on the trends in diversity, and in particular, firms’ abil-
ity to continue some of the efforts they had in place prior to the 
financial crisis, to ensure that there were adequate recruitment 
and retainment efforts and seeing through the promotion process 
to higher levels of management. 

Chairwoman BEATTY. Thank you. 
I now recognize the gentlewoman from Missouri, the ranking 

member of the subcommittee, Mrs. Wagner, for 5 minutes. 
Mrs. WAGNER. I thank the Chair. 
Mr. Garcia-Diaz, it is important to understand, I think, the data 

in your report. Can you tell me briefly, how do you define diversity 
for the purposes of your report? And what were the parameters 
that you identified? Are those consistent with other diversity and 
inclusion evaluations? 

Mr. GARCIA-DIAZ. Yes. So diversity is actually a very broad con-
cept. It can include racial and ethnic characteristics, male/female. 
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Those were the ones that we focused on in this study in particular, 
because that is what was available in the data. 

When we think about diversity and inclusion, these are certainly 
very important components of it, these characteristics, these di-
mensions, but not the only ones. So when we think about diversity, 
we need to think about diversity in veteran status, age, and things 
like that. And that is the way we at least envision it. 

There is no one picture of what a diverse organization looks like. 
If you can imagine a credit union in Maine versus a global bank 
in New York City, diversity might be interpreted differently in 
those situations. 

Mrs. WAGNER. There is a need to do, I think, outreach and edu-
cation in STEM at the undergraduate level. 

A 2018 Bloomberg article cited testimony from the founder of the 
Women in Technology and Entrepreneurship in New York, Judith 
Spitz, who was the CIO of Verizon. And Ms. Spitz stated that their 
research showed that although there are increasingly higher num-
bers of women in undergraduate institutions, there are only about 
1 percent of them who are studying, for instance, computer science. 
Computer sciences and similar disciplines are becoming increas-
ingly crucial to the financial services sector. 

I believe this is a major impediment when it comes to gender di-
versity in the financial sector. How do you suggest we remedy this 
situation? 

Mr. GARCIA-DIAZ. That certainly speaks to the original kind of 
pipeline of potential candidates that you have to apply for a finan-
cial services job. 

And as the industry has moved to look at other programs beyond 
MBAs, but looking at math programs, engineering programs, there 
is this balancing concern, that while you may be getting discipli-
nary diversity, you are not necessarily getting, for example, gender 
diversity, particularly because in some of the sciences, math, and 
engineering, it tends to skew towards male representation. 

Mrs. WAGNER. Our subcommittee is striving to promote increased 
diversity and inclusion in the financial services sector. There are 
two ways, I think, that this can be accomplished, through punish-
ment or through incentives, the carrot and the stick notion, so to 
speak. 

Your research has spoken to the advantages of incentives. Why 
do you think the current set of incentives is not really working? 

Mr. GARCIA-DIAZ. Well, I think there has been over the years a 
shift from this notion of diversity is the right thing to do, we need 
to do more of it. But how do you make that compelling and 
incentivize that behavior for managers to promote diversity at all 
levels of their organization? 

So I think this is where the business case argument or frame-
work comes into play, where you find real business reasons why di-
versity contributes not only to the bottom line, but to the well- 
being of the organization, employee satisfaction, and things like 
that. 

Once you have achieved an organization that is inclusive of peo-
ple of different backgrounds, race, religion, and so on, ultimately 
that makes it more inviting for candidates to apply for those types 
of jobs and you get this virtuous cycle going that according, at 
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least, to some of the conversations we have had with experts, 
doesn’t necessarily exist right now in the financial services. 

Mrs. WAGNER. Any specific incentives that have been proven to 
increase diversity in these financial firms, do you think? 

Mr. GARCIA-DIAZ. It is one of those things where I wish I could 
say that there are two or three things. But when we talk to the 
experts, they have to try all different methods— 

Mrs. WAGNER. We talked about flex time. We talked about life-
style issues, mentorship. I have gone through your GAO study, and 
do any of those kinds of things come to mind? 

Mr. GARCIA-DIAZ. Yes. Our work highlights, actually, things like 
mentorship, outreach to the community and schools to introduce 
students to the financial services, that it is a viable career path. 

Mrs. WAGNER. We see that in STEM quite a bit, but we would 
love to see that more so in the financial services sector. 

Mr. GARCIA-DIAZ. I think a lot more can happen in that space. 
And, again, if you take my comment earlier that had some of those 
efforts slowed down since the financial crisis, then it would be a 
useful area for a lot of firms to focus on. 

Mrs. WAGNER. My time has expired. I yield back. 
Chairwoman BEATTY. Thank you. 
The gentleman from Texas, Mr. Green, the chairman of our Sub-

committee on Oversight and Investigations, is now recognized for 
5 minutes. 

Mr. GREEN. Thank you, Madam Chairwoman. I am so honored 
to be a part of this subcommittee. I am especially honored because 
you are the chairperson and you have always been involved with 
the committees with which I have been associated. And I wanted 
to make sure that I was here today to be a part of this historic 
meeting. This is unprecedented, and I am proud and honored to be 
associated with this subcommittee. 

Let me quickly indicate that I believe the tone and tenor are set 
by the persons at the top. And if you have a diversity mentality, 
you are likely to understand recruitment and retention. You are 
likely to understand unconscious bias. You are likely to understand 
why you have to intentionally move forward in your recruiting ef-
forts to acquire and maintain diversity. And you understand that 
it is important to train your managers and your employees about 
inclusion and unconscious bias. 

So let me just ask this question, if I may. Have we, in our efforts 
to diversify, placed emphasis on bonuses for the people at the top 
who can cause diversity to be reflected throughout the organiza-
tion? Bonuses. 

Mr. GARCIA-DIAZ. Yes. And I think you are touching on issues 
that we have highlighted as critical, not only the leadership com-
mitment to diversity, but to begin to set those goals and priorities 
for the whole organization. Then, how do you carry that out? How 
do you ensure that people are taking actions to address that? 

In our 2017 report, we reiterated here in the testimony is the 
issue of introducing accountability for middle managers, to ensure 
that they are living up to this vision, which includes linking man-
agers’ performance at meeting diversity goals to their compensa-
tion. That would be one method, for instance. 
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Mr. GREEN. And to what extent is this being done throughout the 
industry? 

Mr. GARCIA-DIAZ. We don’t have data on that. It is strictly at this 
point anecdotal, what we have heard, that some firms are doing 
this. If it is widespread, we just don’t have the data on that. 

Mr. GREEN. And have you found in your research that where it 
is implemented, you get greater results, better results? 

Mr. GARCIA-DIAZ. Yes. And so for the firms that did report using, 
they thought it did actually contribute positively to their ability to 
not only recruit but also retain talented minorities and women. 

Mr. GREEN. And is it true that you found—I think you have said 
as much, but I will just ask and then I am going to yield back be-
cause I know that time is of the essence—that when you have a 
person who intentionally, who is at the top, who intentionally 
wants to recruit and diversify, that you get greater results? 

It seems that the answer would be a simple ‘‘yes,’’ but I would 
like it for the record. 

Mr. GARCIA-DIAZ. Yes. It is a simple answer. Yes, that is a prac-
tice that in our interviews with experts and researchers have iden-
tified that it needs to be intentional. 

Mr. GREEN. So the reverse of that would be then that if you find 
places where you don’t have the balance that we seek, the diver-
sity, there is a good likelihood that someone at the top is not em-
phasizing it appropriately. 

Mr. GARCIA-DIAZ. That is one possibility. 
Mr. GREEN. I thank you. 
Madam Chairwoman, I will yield back, because I understand 

time is of the essence. 
Chairwoman BEATTY. Thank you. The gentleman yields back. 
To the Members, votes have been called on the Floor, so the com-

mittee will pause for votes and resume immediately after votes. 
The committee stands in recess. 

[recess] 
Chairwoman BEATTY. The committee will come to order. 
The gentleman from Ohio, Mr. Gonzalez, is now recognized for 5 

minutes. 
Mr. GONZALEZ OF OHIO. Thank you, Madam Chairwoman. 
Let me first start by saying how much I am looking forward to 

working with my fellow Buckeye, Chairwoman Beatty, and also 
Ranking Member Wagner on this subcommittee. In my short time 
in Congress, I have learned that these two women have an un-
matched commitment to improving the lives of their constituents 
and are both excellent choices to lead this subcommittee. 

Mrs. Beatty, in particular, I have followed for many years and 
know that this important issue is one that she has been cham-
pioning in my home State, and I look forward to working with her 
on helping make Ohio a shining example of a diverse and inclusive 
financial sector and workforce. 

Lastly, I want to thank Chairwoman Beatty and Ranking Mem-
ber Wagner for starting this subcommittee in what I consider to be 
exactly the right place, which is a thorough review of what the 
data tells us about our present situation. I think we start with 
data, we start with an open, honest dialogue about what our cur-
rent position is, how we got here, what the trends are. And then, 
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as we are grounded in data, we consider policies, their effects posi-
tively or negatively, and how that will stay foremost in our mind. 

So I think that is an excellent way to start, and I thank both of 
you for that leadership. 

I am proud of two great examples in Ohio, one is KeyBank, 
headquartered right outside my district in Cleveland, Ohio. They 
have received the designation as one of DiversityInc.’s Top 50 Com-
panies for Diversity, having a board of directors that is 50 percent 
diverse by gender and race. This includes implementing a mentor 
program for senior and junior employees, focusing on holistic bene-
fits packages, and training management employees in unconscious 
bias. 

Huntington Bank, also headquartered in Ohio, has also made 
tremendous strides in diversity. In 2018, Huntington invested $142 
million in the economic success of diverse businesses. Huntington 
is also committed to encouraging a diverse workforce, with a board 
of directors that is 30 percent diverse, a senior management team 
that is 42 percent diverse, and a total workforce that is 64 percent 
diverse. 

The progress made at Key and Huntington show that the indus-
try has made strides forward, although I recognize that there is 
certainly much work to be done. 

So, Mr. Garcia-Diaz, first, I want to thank you for waiting out 
our votes, and everybody else who stuck around. I think the data 
that you presented is obviously important data, and what we have 
seen today is primarily aggregate data. 

When you drill down into regions, subregions, different sectors of 
the industry, are there certain areas where we are seeing bright 
spots that we can be excited about, that we can say, hey, this area 
or this part of the industry is doing a really good job on this front 
and maybe we need to kind of study them a little bit? 

Mr. GARCIA-DIAZ. Yes. If you look at the data even in our 2017 
report—we actually have an appendix that goes down to State-level 
reporting, not just national—you see actually a dramatic variance 
across States. And that shouldn’t surprise us. So you can look at 
California and Florida, and they have obviously a large Hispanic 
population, and as a result you do see higher than average. 

Mr. GONZALEZ OF OHIO. Did you control for that in the data at 
all? 

Mr. GARCIA-DIAZ. No. We are just reporting—we are not doing an 
econometric kind of analysis where we are controlling for other fea-
tures. It is more of descriptive statistics. 

Mr. GONZALEZ OF OHIO. Okay. 
Mr. GARCIA-DIAZ. But I think that is an area that does provide 

actually some good areas for future work, to look at that kind of 
variation not only across region but types of industries. 

Mr. GONZALEZ OF OHIO. Okay. Great. 
And then a second question, kind of in the same vein. When this 

has been done well and when folks have kind of achieved meaning-
ful outcomes in diversity, what best practices are you seeing, or did 
you not go into that much in the reporting? 

Mr. GARCIA-DIAZ. We did consult with firms and industry groups 
to identify what seemed to be promising practices. You mentioned 
some of them in your remarks. Those include mentoring programs. 
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We also, to add to some of the items that you mentioned, family- 
friendly policies are especially is useful for women to be able to 
stay in the organization long enough so that they can get promoted 
to the higher levels. 

Mr. GONZALEZ OF OHIO. Great. Thank you. 
And I yield back the balance of my time. 
Chairwoman BEATTY. Thank you. 
The gentlewoman from California, the chairwoman of our full Fi-

nancial Services Committee, is now recognized for 5 minutes. 
Chairwoman WATERS. Thank you very much, Madam Chair-

woman. 
I do have a question that I would like to raise about recruiting. 

Mr. Garcia-Diaz, since 2005 this committee has asked the GAO to 
review diversity in the financial services industry. In multiple re-
ports, GAO has continued to emphasize that, and I quote: ‘‘Without 
a sustained commitment among financial services firms to over-
coming challenges to recruiting and retaining minority candidates, 
limited progress will be possible in fostering a more diverse work-
place.’’ Unfortunately, GAO’s conclusions are correct. 

Now, what barriers, if any, exist that prevent financial services 
firms from increasing minority recruitment? What more could fi-
nancial services firms do to improve their recruitment practices? 
What can Congress do to hold them accountable? 

Mr. GARCIA-DIAZ. In order to make that recruitment more effec-
tive than it has been, financial services institutions need to look be-
yond their traditional sources of talent—and we identified just 
looking beyond the typical schools, academic programs, and things 
like that—to identify new sources of diverse candidates for their re-
cruitment. 

In addition, firms can do more in terms of reaching out to the 
communities, to schools, to get students and potential candidates 
connected and realize that this is a potential career path for them 
and to start that process of stimulating interest in the industry. 

Chairwoman WATERS. I think you have indicated in your report 
that the talent pools from which financial services firms could hire 
individuals are diverse. Specifically, you found that one-third of the 
persons obtaining graduate or undergraduate degrees between 
2011 and 2015 were racially or ethnically diverse. However, this 
level of diversity is not at all reflected in the financial services in-
dustry. 

Many of them tell us they go to the colleges and universities and 
they are all telling us they go to Georgia and they are recruiting, 
but it is not reflected in their pool of workers. So what is hap-
pening between the time that they recruit, so-called, and the fact 
that they are not hired and they don’t show up in their workplace? 
What do you think happens? 

Mr. GARCIA-DIAZ. Well, there is the other problem. Even if you 
are doing the recruitment in the right area, if the candidates are 
looking at the firm and they are finding that the firm is not as di-
verse as it could be, that itself can act as a barrier. 

And so whenever we look at any of these approaches, it is not 
just one thing. It is not just go to one school and try to recruit 
there. It has to be a combination approach which includes more ex-
tensive outreach and education about what they do for those stu-
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dents, because the academic programs that we have nationwide are 
extremely diverse. 

Minority candidates and women are not hiding. They are out 
there. They are available. But a lot of times it is making the case, 
and making it convincing, that this is a possibility for them. 

Chairwoman WATERS. Can you think of any incentives? 
Mr. GARCIA-DIAZ. I’m sorry? 
Chairwoman WATERS. Can you think of any incentives? 
Mr. GARCIA-DIAZ. For? 
Chairwoman WATERS. Incentives that could be offered to the 

firms, the financial firms on Wall Street, that would be interesting? 
Mr. GARCIA-DIAZ. The leadership of the firms have to put pres-

sure and incentives for managers to really take this responsibility 
seriously and to heart. It is not a check-the-box activity. It is a 
more substantial commitment that is required. 

And so that goes back to what I think is kind of the fundamental 
part, which is making sure that middle managers in the organiza-
tion who are doing the interviews and the recruitment are held ac-
countable, that they are, in fact, doing the best job they can to 
share information with potential candidates and recruit them. 

Chairwoman WATERS. That is an interesting idea, incentives to 
management who have the responsibility for hiring, and that could 
be done in any number of ways and perhaps in their annual re-
views and some other kinds of things. 

Mr. GARCIA-DIAZ. Yes. That is the kind of accountability mecha-
nisms that you can have, that it is part of their performance re-
view. Potentially, it is a consideration in pay and bonus. And even 
just reporting requirements and being subjected to scrutiny is an-
other powerful tool. 

Chairwoman WATERS. Well, thank you so much. 
And I yield back the balance of my time. 
Chairwoman BEATTY. Thank you. 
The gentleman from Wisconsin, Mr. Steil, is recognized for 5 

minutes. 
Mr. STEIL. Thank you. 
Mr. Garcia-Diaz, thanks for coming today. 
I want to follow up on the question that my colleague, Mr. Gon-

zalez, had. As I looked at your report, I noticed that diversity 
trends in the financial services industries are not uniform across 
some of the subgroups. So, for instance, banks and credit unions 
tended to be more diverse than, say, insurance companies. 

Do we observe any common features in more diverse industries 
and companies? Or what leads one industry to have a more diverse 
workforce than another, based on your research? 

Mr. GARCIA-DIAZ. Yes. To speak to those specific trends, I think 
is a little bit challenging, given the data that we have. However, 
in doing the research, we did identify studies where there are cer-
tain types of jobs in the financial industry that may be perceived 
as being less welcoming of women, let’s say. So certain areas would 
be like trading in the securities business and, in fact, you see that 
the securities representation line is relatively low compared to 
other sectors. 

Mr. STEIL. Less welcoming on the entry-level side, is that what 
you mean by less welcoming, or less welcoming across-the-board? 
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Mr. GARCIA-DIAZ. No, I am talking about at the management- 
level side. 

Mr. STEIL. Management. Okay. 
Mr. GARCIA-DIAZ. We heard from experts that there are certain 

types of responsibilities and occupations that may be perceived as 
being more male-dominated and less welcoming in that sense. 

And we also heard at least, and we can’t tell this from the data, 
but we heard that sometimes in the management figures that we 
are looking at, it is unclear whether the minority employee or the 
woman employee is working kind of in the business-forward side of 
the business as opposed to, say, accounting, human resources, and 
things like that. 

So that is an interesting area, again, that if there were data to 
explore that just because they are in the financial services indus-
try, just because they are in banking or insurance, we don’t really 
know what their occupation, the specific occupation is that they are 
doing under that rubric. 

Mr. STEIL. Got it. Thank you. 
I want to shift gears slightly over to the education side. Edu-

cation is a powerful tool that allows people to get that first step up 
as they head towards a higher-level management position in some 
of these industries. 

I served on the University of Wisconsin Board of Regents prior 
to coming to Congress and was proud of the fact that we put in 
place policies to control the cost of education. So if a student was 
going to UW-Madison and was from a family that made less than 
$56,000 a year median income in the State of Wisconsin, the tui-
tion and fees of the University of Wisconsin-Madison is free, it is 
covered. And so that gives individuals an opportunity to get a step 
up. 

You mentioned in your testimony that some of the financial serv-
ices firms surveyed told research they had broadened the list of 
schools that they had gone to recruit from, from beyond just a 
handful of maybe elite schools on the East Coast. Can you share 
any information as to how successful those efforts may have been? 

Mr. GARCIA-DIAZ. Yes. Only sort of in terms of what we heard 
from the folks that we interviewed. 

Mr. STEIL. Please. 
Mr. GARCIA-DIAZ. And generally, they were positive about those 

efforts in expanding beyond the normal circle of schools that they 
recruit from. And in particular, it is stated as a challenge when 
managers kind of focus on a few schools and trying to get them to 
actually think more broadly and expand beyond what they are ac-
customed to is one of the challenges that some of the folks we 
interviewed cited. 

And so while I can’t speak to what is happening nationally, but 
at least anecdotally, folks are reporting back that it is a promising 
practice. 

Mr. STEIL. Thank you. That is helpful. 
I yield back the balance of my time. 
Chairwoman BEATTY. Thank you. 
The gentlewoman from Texas, Ms. Garcia, is now recognized for 

5 minutes. 
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Ms. GARCIA OF TEXAS. Thank you, Madam Chairwoman. And it 
is, indeed, an honor for me to serve with you and try to tackle some 
of the issues that are in front of us today. 

Before I begin, I just wanted to say that I served as the elected 
city controller in Houston from, oh, 1998 plus 5 years, till 2003. 
And probably one of the most disheartening things for me was 
dealing with the financial world, not because I couldn’t handle the 
work, but because of who I faced sometimes. 

It seems like any meeting that I went to, whether it was to nego-
tiate a depository contract or a banking contract or select invest-
ment bankers for a bond deal or anything that I did, it really was 
still a man’s world and it was also very White. I still remember 
when they took me up to the floor when they were trading with our 
first pricing. I didn’t see anything but, quite frankly, blond, blue- 
eyed men in white shirts and ties. 

I am happy now that the last time I spoke to a public finance 
group, it has changed a little bit. But we haven’t really quite done 
enough, it seems. 

So what you said earlier today caught my ear, when you said 
that diversity is interpreted differently in different areas. 

Is there a way to get a better handle on what diversity really is 
and set real goals and timetables for some of the people in the fi-
nancial services industry? Because it seems to me that we are not 
even quite there yet. And it is more than diversity, it is also inclu-
sion and really a commitment to it. 

So what else can we be doing in this arena? 
Mr. GARCIA-DIAZ. I think that is the significant challenge ahead 

of us, is what does it look like and then what do we need to do to 
get there. And, as I mentioned before, there is really no easy an-
swer to that question. 

But I think there are steps that firms can take to really enhance 
their diversity management in their organization, but first you 
have to commit to it, you have to see this as a priority, and then 
do other things that we highlight in our prior work, practices that 
help organizations achieve the kind of diversity that they are hop-
ing to achieve. 

And what informs that, in terms of what does that diversity look 
like, is really looking at who your customer base is, where are you 
located, what does your community look like. 

Ms. GARCIA OF TEXAS. Right. Because I have always thought that 
the easy answer is that your workforce should look like the people 
that you are serving. 

Mr. GARCIA-DIAZ. That you are serving, yes. 
Ms. GARCIA OF TEXAS. So that is easy enough. I just sometimes 

get really baffled that they make it so hard. 
I will move on to another question related to that. We have fo-

cused on the services. Have you seen any studies or have you all 
done any studies on them looking at the access to those institu-
tions? 

Mr. GARCIA-DIAZ. Access by? 
Ms. GARCIA OF TEXAS. By the customer, the consumer? 
Mr. GARCIA-DIAZ. I don’t have any information on that. I’m sorry. 
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Ms. GARCIA OF TEXAS. You don’t at all? It is just the diversity 
and inclusion of the workforce in terms of the studies you have 
done so far? 

Mr. GARCIA-DIAZ. Yes, part of it. We have done—the agency has 
done work in terms of looking at, in a very specific area, looking 
at business activities and contracting with and conducting business 
with minority organizations to support minority- or women-owned 
businesses, if that is what you are referring to. 

Ms. GARCIA OF TEXAS. Right. So what service have you actually 
done just on inclusion? You had diversity—you know, coinciden-
tally, I also was an EEOC hearings examiner, and they tend to just 
look at the numbers, look at the percentages, and look at the EEO 
profiles of the companies. But you can have someone—again, I will 
use my experience when I was controller. 

If a minority or a woman came in with the investment banking 
team, it was usually the one who was carrying the presentation 
books and was never really included on being part of the pre-
senters. They just carried the books. 

And I used to sometimes just have to look at the person and say, 
‘‘Well, you know, Mary Sue, you haven’t said anything. What do 
you think?’’ I would have to ask to get them included. 

So how do we really look at inclusion, making sure that they are 
really part of the company, given training, given opportunities to 
grow within that particular company? 

Mr. GARCIA-DIAZ. That is the cultural shift that has to happen. 
And one of the things we identify is the education and training 
component to make people aware of the consequences of the kind 
of behavior you described just now. 

Ms. GARCIA OF TEXAS. Thank you. 
Thank you, Madam Chairwoman. 
Chairwoman BEATTY. Thank you. 
The gentleman from West Virginia, Mr. Mooney, is now recog-

nized for 5 minutes. 
Mr. MOONEY. Thank you, Madam Chairwoman. 
So, Mr. Garcia-Diaz, thank you for coming and for providing your 

expertise. I really appreciate it. 
We can all agree that efforts to increase diversity can always be 

improved, but it is important to point out that diversity and inclu-
sion are two different factors. That is why this committee has two 
different names for that. 

So in the Harvard Business Review study researchers have found 
that diversity in the workforce will not succeed without the inclu-
sion factor. The study cited Verna Meyers, a noted diversity advo-
cate, who stated, ‘‘Diversity is being invited to the party; inclusion 
is being asked to dance.’’ 

So, Mr. Garcia, inclusion is the driving force to make lasting im-
pacts on the diversity of a workforce. So if that is the goal, what 
has the data shown are the most crucial factors affecting inclusion? 

Mr. GARCIA-DIAZ. Yes. And you are absolutely right, I think a lot 
of the research does point to the importance of inclusion as—diver-
sity is not enough in a lot of ways, and that you do need that inclu-
siveness to make sure that people are making meaningful contribu-
tions in the firms that they work for. 
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In terms of the data, our data doesn’t necessarily speak to that, 
at least the data analysis that we did of EEOC information that 
is reported by financial firms. And so it is hard to kind of take the 
temperature, in a sense, of the firms and to see to what degree 
they are embracing and incorporating inclusion. 

But in our conversations with experts, again, they highlight that 
is a necessary condition to have a longstanding and effective man-
agement of your diverse workforce, is the inclusion part. And that 
can actually help with even the notion of addressing kind of reten-
tion issues and making people feel that they are part of the organi-
zation and they are willing to stay there long enough so that they 
can rise in the organization. 

Mr. MOONEY. Fair enough. 
My next question has to do with the issue of government regula-

tion, rules, mandates, laws versus an industry or a business on 
their own taking initiative for their corporation, taking into ac-
count their unique circumstances to promote diversity and inclu-
sion. 

Because sometimes I feel that the one-size-fits-all government 
regulations may actually have an adverse effect. When you try to 
apply it to every business the same way it may actually have a 
counter-balancing effort as people worry about the regulations and 
start making laws to that. 

So apart from government efforts, what are some of the organic 
solutions that the firms have come up with on their own to address 
the diversity and inclusion challenges? 

Mr. GARCIA-DIAZ. Again, when talking to experts in the area, 
they repeatedly say there is no single solution that works for every-
one. And so there has to be flexibility, there has to be innovation 
occurring. But in order to make that effective, there has to be suffi-
cient information-sharing. Venues like this, the kind of work the 
subcommittee will do, will contribute to that. 

But whether it is Federal agencies, through their OMWI offices, 
or the private sector and what they are doing, sharing information 
about practices that have been effective in their case and also re-
porting on any assessments that they have done is critical to get-
ting information out about the range of options that are available 
to promote diversity and inclusion. 

Mr. MOONEY. And so the promoting diversity and inclusion 
across multiple businesses, or is this more of a financial services 
sector issue? 

Mr. GARCIA-DIAZ. Well, it really does apply to everything. It ap-
plies to us as Federal agencies. It applies to the financial sector 
and other professional services organization. 

Mr. MOONEY. All right. I have a minute left here, but I will try 
one more question. 

The GAO report that you authored describes the need to improve 
recruitment and retention. Those two factors will lead to the most 
lasting solutions to the diversity and inclusion problems. What did 
the data show to be the most effective and proven solutions in 
those two categories? 

Mr. GARCIA-DIAZ. As far as we can tell, it is hard to pinpoint just 
one. Everything we have heard has emphasized the multiplicity of 
action to address both the recruitment and the retention question. 
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Mr. MOONEY. Okay. Well, thank you for your time and testi-
mony. 

And thank you, Madam Chairwoman, for having this hearing 
today. I yield back the balance of my time. 

Chairwoman BEATTY. Thank you very much. 
The gentleman from Missouri, Mr. Clay, the Chair of our Hous-

ing, Community Development and Insurance Subcommittee, is now 
recognized for 5 minutes. 

Mr. CLAY. Thank you, Chairwoman Beatty. 
Let me say that, Madam Chairwoman and Ranking Member 

Wagner, I appreciate you embarking on a new course by leading 
this new Subcommittee on Diversity so that diversifying America’s 
workforce will no longer be mere lip service. 

And as the Chairman of the Federal Reserve indicated in this 
morning’s Humphrey-Hawkins hearing, it is time to move past the 
Rooney rule so that not just one minority candidate is interviewed 
for the purpose of window dressing, and we will now refer to that 
new rule as the ‘‘Beatty-Wagner rule.’’ 

America is made better by its rich diversity. Our institutions of 
higher learning are enhanced when more voices are included on 
campuses. Our religious institutions grow and prosper when the 
congregations are not segregated. Our athletic fields are more in-
teresting when people from all walks of life are able to participate 
together. And our apartment buildings, neighborhoods, and co-ops 
are more comfortable to inhabit when not everyone looks the same, 
speaks similarly, or has identical neighbors on every floor. 

Mr. Garcia-Diaz, let me ask you, during your research for this re-
port were you able to determine what percentages of financial firms 
provided training on unconscious bias? And did any firms note that 
some forms of training were found to be more successful than oth-
ers, such as in-person training versus online training? 

Mr. GARCIA-DIAZ. Yes, sir. We don’t have any figures on the fre-
quency of the use of that kind of training to address unconscious 
bias. In our interviews with industry representatives and advocacy 
groups that was definitely one of the tools to use and to address 
the issue of unconscious bias. Training can’t do it by itself, though, 
and it has to be in culmination with other efforts. But, yes, that 
is— 

Mr. CLAY. But you and I will agree that that is one of the major 
impediments, major barriers to diversifying workforces in financial 
services, or in any other industry in this country. 

Mr. GARCIA-DIAZ. Yes. That would be a significant concern, and 
not just in the financial services industry but broadly speaking. 

Mr. CLAY. But broadly, sure. 
Mr. GARCIA-DIAZ. Yes. 
Mr. CLAY. And so can you offer any suggestions on how we at-

tack that? 
Mr. GARCIA-DIAZ. I think just the question that you asked of how 

frequently, how prevalent is this type of training, how is this being 
used. And also the different varieties. As you just pointed out, you 
can do it online, you can do it in person, you can do it in different 
formats. And so having more information, obtaining more informa-
tion on the variety of options for training and what seems to work 
more would be something that is needed to really advance the ball. 
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Mr. CLAY. And regarding retention, could you comment on what 
workplace inclusion practices can improve companies’ minority and 
women retention rates? 

Mr. GARCIA-DIAZ. Yes. And I will start off with one that I think 
is very important. It is holding management accountable for the or-
ganization’s diversity goals, ensuring that their work, their per-
formance, and their ability to take these matters seriously aligns 
with their leadership’s own commitment to diversity and inclusion. 

Other kind of steps, practices that would be helpful for retention 
includes employee engagement, obtaining a lot of qualitative infor-
mation about what their experiences are in the firm that may not 
be reflected necessarily in just straight numbers. 

Mr. CLAY. All right. And my time is up. Thank you, Madam 
Chairwoman. I yield back. 

Chairwoman BEATTY. Thank you. 
The gentleman from Texas, Mr. Gonzalez, is now recognized for 

5 minutes. 
Mr. GONZALEZ OF TEXAS. Thank you. 
And, thank you, Mr. Garcia-Diaz, for being here today. 
I have a question. Has the GAO looked at promotions separately 

from new hires? In other words, are we promoting more minorities 
from within? And is the rate at which minorities are promoted to 
management positions different from the rate that minorities are 
hired into management? 

Mr. GARCIA-DIAZ. Yes. And, unfortunately, one of the limitations 
of the EEOC data is that it doesn’t allow us to see people’s move-
ment within the organization, like in the case of promotion. We 
just see these balances, how many people in its account. 

But in the report, in our 2017 report, and in testimony, we look 
at the potential pipelines that feed into these promotions outside 
of the management level. And so we have statistics that there is 
quite a bit of diversity in sort of professional jobs that are non- 
management, sales jobs that potentially the firm can draw from to 
promote into the higher management levels. 

Mr. GONZALEZ OF TEXAS. So the answer is, we don’t know. 
Mr. GARCIA-DIAZ. We don’t know. 
Mr. GONZALEZ OF TEXAS. And finally, in my district, we have 

about an 80 or 90 percent Hispanic population, but we still struggle 
with inclusion in upper management for non-minority-owned busi-
nesses. Can you advise if the GAO could get a better handle on 
challenges faced in the hiring of a diverse workforce if, for example, 
the data was looked at on a State-specific scale or on a regional 
scale? 

Mr. GARCIA-DIAZ. Yes. In our 2017 report we include some statis-
tics on the State level based on the EEOC data. But the emphasis 
still falls on effective recruitment strategies that firms should be 
adopting, again, looking broadly and doing intentional recruiting of 
minorities, identifying the pool, draw them in, so that they have 
the opportunity to be interviewed, to be considered for the job. 

At the end of the day, it is the talents and what you bring to the 
table that will hopefully lead to a job. But they need to first show 
up at the interview. And firms have to do an effective job to draw 
those candidates in for consideration. 
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Mr. GONZALEZ OF TEXAS. Very well. I yield back the balance of 
my time. 

Chairwoman BEATTY. Thank you. 
The gentleman from Florida, Mr. Lawson, is now recognized for 

5 minutes. 
Mr. LAWSON. Thank you, Madam Chairwoman. 
And, Mr. Garcia-Diaz, welcome to the committee. 
I worked in the financial services area for 36 years, and during 

my tenure there what I have found out is that in most cases in the 
financial services industry when they do recruit minorities into the 
area, oftentimes, which is not discussed, is they don’t really last, 
because they don’t have the support that is needed in the area be-
cause sometimes it is the new entrances, whereas in the majority 
population, where some of these individuals or students are ex-
posed because of family connection and the jobs that they have in 
college and so forth, they have more of an appreciation on how it 
works and how they can move through the system. 

And my question would be, for example, I have Florida A&M 
University, one of the Historically Black Colleges and Universities 
(HBCUs), in my district that has a great school of business and en-
gineering. And do many of the companies, are they still, from your 
knowledge, are they going around to recruit at the universities a 
couple of times a year to make sure that they can attract some of 
the students into the financial industry to improve our diversity? 

Mr. GARCIA-DIAZ. Yes. And I think one of the important points 
is when you are drawing folks of different backgrounds, different 
experiences, everyone relies to some extent on some sort of men-
toring. It may be family because they have been in the business, 
so they know it. Others don’t have that. 

And so a forward-looking organization will be setting up either 
mentorship programs or some sort of sponsorship program for em-
ployees coming in to ensure that they understand how to navigate 
through the organization, how to progress in your career, and those 
are critical parts to addressing actually the retention issue. 

Sometimes it might be easy to get someone in the door, but then 
to keep them is a whole different matter. And, particularly, you 
want to set up folks for success. And so programs, and they are out 
there and they exist, and we have been told that they have been 
quite effective in assisting folks in their career. 

Mr. LAWSON. Sometimes, when I am back in the district, I do 
banking on Saturdays because it is open from 9 until 12. And in 
the banking area, and this is, I am just going to say, this is with 
Bank of America, what I have noticed is the trend has been, be-
cause a lot of the Hispanic members, individuals go into banking 
now, I have seen where they have increased the number of His-
panic-speaking individuals in the banking industry so they can 
deal with all of the customers who come in. 

But over the last couple of years, when I have gone into those 
institutions, I haven’t been able to see whether there has been an 
increase in minority, African-American representatives like they 
have done on the Hispanic areas in that financial institution. But 
I thought it was great what they did for Hispanic because some-
times there is a language barrier that some of the people can help 
with a little bit more. 
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I have always viewed diversity as something that should be a 
part of the American way of life, because the whole population in 
America has been changing. In your dealings and in the research 
that you have, how do you all approach these institutions about 
trying to create more diversity in the workforce? 

Mr. GARCIA-DIAZ. I think one of the important components is for, 
whether they are banks or securities or insurance companies, what-
ever they are, is that they have institutionalized kind of the think-
ing behind diversity and inclusion in their operations and to do it 
consistently across all levels, whether it is the entry level teller 
kind of jobs in the bank, but thinking about how people can 
progress through the organization all the way to the top. 

And so we have identified some key practices that are essential. 
I mentioned a few before, like leadership commitment and account-
ability. But other things include data analysis, knowing what the 
shape of your workforce looks like, where are you losing candidates 
for potential promotion, what is their composition and makeup. 
Those are critical parts for an organization to become self-aware 
about how they stand, how they are doing in terms of diversity and 
inclusion. 

Mr. LAWSON. Okay. Thank you. I yield back. 
Chairwoman BEATTY. Thank you. 
The gentlewoman from Pennsylvania, Ms. Dean, is now recog-

nized for 5 minutes. 
Ms. DEAN. Thank you, Madam Chairwoman. And I thank you for 

this hearing and the focus of the hearing. 
And thank you, Mr. Garcia-Diaz, for being here and for offering 

us your expertise and your guidance. 
I, too, echo my colleagues’ sentiments about diversity being our 

strength. And it is not just a pretty sentiment. We actually know 
that it works in industry, in the financial services industry, and in 
all industries. 

As we diversify, as the research shows that as we have people 
of different ethnicities, gender, backgrounds, experiences, geog-
raphy, ethnicity, the enterprise does better because they get better 
ideas. 

I represent Montgomery County and Berks County in Pennsyl-
vania. I am a newly elected Member. I have to admit that I have 
been so proud of the mentorship that senior Members have offered 
us incoming freshmen, regardless of our age. And so I want to talk 
to you about the idea of mentorship. 

As I visit my area high schools, I want to talk about the talent 
pool and making sure that that talent pool knows of the opportuni-
ties, whether it is in financial services or other industries. So I no-
ticed, for example, in the GAO 2017 report, one suggestion for over-
coming recruiting challenges was to offer programs to increase 
awareness of financial services. 

So to follow along on the line of questioning you were just hav-
ing, could you describe in detail—and I am going to give you spe-
cifics on the ground. Montgomery County is considered the third 
most affluent county in Pennsylvania, but there are pockets of 
great need, terrific resources and opportunity, but educational un-
evenness, economic unevenness. 
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So I visit my Norristown area high school students. They don’t 
know all the opportunities in front of them. And this is literally 
what we talked about. We need mentors in these schools at the 
high-school level, if not even earlier. 

Can you describe some of these relationship-building, 
mentorship-building programs, how can I get them, tap into them 
in the financial services industry in my Fourth Congressional Dis-
trict? What does the curriculum look like? How are they imple-
mented? 

And are there certain literally training programs for students so 
they can come visit financial services institutions? Can you give us 
some sense on how I can access it for my students? 

Mr. GARCIA-DIAZ. While we didn’t look at specific types of pro-
grams that are out there, there are a lot of groups that are trying 
to generate these kinds of partnerships between, say, a bank and 
a school or the large local employer with the schools to reach out 
to students. And it is something just in our conversations that we 
have had when we were doing the 2017 report. 

We can certainly share names of certain organizations that can 
kind of facilitate that and help thinking. They tend to specialize 
more on those type of efforts than we do. 

But that holds a lot of potential. And it is not only important for 
firms to engage their own employees; it is also important that they 
engage their community because that is going to be their future 
workforce. And how do they bring them in through the door, how 
do they make sure they are aware. 

Because sometimes it is just: Is this a possibility for me? Is this 
something that I could do? Conveying that clearly to certainly 
young folks and going in school right now would be very helpful. 
But we can get you some information on the types of organizations 
that can help with those kind of partnerships. 

Ms. DEAN. And if you could provide that to the committee. 
Mr. GARCIA-DIAZ. Oh, yes. 
Ms. DEAN. I think it would help across the country to know 

about things like that. 
Are there any best practices you can share, and/or are there any, 

among those programs, are there any scholarship opportunities? 
What can you say about those two ideas? 

Mr. GARCIA-DIAZ. We can look into it and get back to you on 
that. There are, I know, a lot of efforts, for instance, like in the fi-
nancial literacy area where financial institutions are engaging 
schools and trying to incorporate financial literacy in the curricu-
lums and things like that, which, even though it is not directly re-
lated to this, but it does get at the partnerships that exist out there 
that can be leveraged to have school-age children sort of recognize 
this as a possible career path. 

Ms. DEAN. And I am going to ask a very broad question really 
late in my time here and probably it has been discussed. But what 
is the secret to, not out to maybe the talent pool, but at the reten-
tion and hiring time and promotion, what is the secret to changing 
the trends that we see? 

Mr. GARCIA-DIAZ. I think the secret, if there is one, but I am 
going to venture a guess here— 

Ms. DEAN. Unleash the secret, yes. 
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Mr. GARCIA-DIAZ. —is really that it has to be intentional, it has 
to be strategic, and it has to be sustained. If you don’t have it, if 
you don’t do that, it will fall apart. 

Ms. DEAN. Thank you. 
Thank you, Madam Chairwoman. 
Chairwoman BEATTY. Thank you. 
I would like to thank our witness, Mr. Garcia-Diaz, for your testi-

mony today. 
The Chair notes that some Members may have additional ques-

tions for this witness, which they may wish to submit in writing. 
Without objection, the hearing record will remain open for 5 legis-
lative days for Members to submit written questions to this witness 
and to place his responses in the record. Also, without objection, 
Members will have 5 legislative days to submit extraneous mate-
rials to the Chair for inclusion in the record. 

This hearing is adjourned. 
[Whereupon, at 4:42 p.m., the hearing was adjourned.] 
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