
 With operations in more than 100 countries, 
Citi’s workforce is one of the most diverse of 
any company in the world.
 The diversity of our talent is a competitive advantage and 
a business imperative. Simply put, we could not operate as a global 
bank without an equally global workforce. Our people’s range  
of perspectives and experience provides clients with fresh ideas and 
innovative solutions and creates meaningful value for our company. 

 For 200 years, Citi’s iconic brand, global network, world-class products 
and variety of businesses have attracted the best talent in the industry. 
We are committed to maintaining a diverse meritocracy in which 
people from all over the world can continue to thrive.

— Vikram Pandit, Chief Executive Officer, Citigroup Inc.
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“ Citi’s workforce diversity is among its greatest 
assets. We attract people of all backgrounds  
with the promise that our culture will value their 
talents, ideas and aspirations. Many employees 
respond by leading our diversity efforts around  
the world. Their commitment, and the difference 
they make, inspires us.”

— Ana Duarte McCarthy, Chief Diversity Officer, Citigroup Inc.

WhY DIVERSITY  
MATTERS TO CITI

Citi Diversity Week event, Mexico City. Employees sport colored costumes 
representing seven diversity strands.
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How We Manage Diversity
Citi’s diversity strategy focuses on four core areas, 
including management accountability, attracting 
talent, workforce development and work 
environment. Diversity in this context includes, among 
other aspects, cultural backgrounds, gender, race/
ethnicity, military veterans, people with disabilities, 
sexual orientation and work-life effectiveness. 

Citi’s Office of Global Workforce Diversity is 
responsible for overall governance, policy and 
setting priorities supporting our strategy. The office 
works in partnership with senior diversity and  
human resources leaders who are members of the  
Citi Diversity Operating Committee and have 
responsibility for the implementation of core 
objectives across the company. The Board  
of Directors annually reviews overall progress and 
endorses the priorities. Diversity programs supporting 
these overall objectives are implemented across the 
organization. We continue to develop, promote and 
execute our global diversity efforts through business, 
country and product diversity councils.

InDIa DIversIty  
CounCIl launCHeD

Women represent 36 percent of Citi India’s 
workforce, including 22 percent at assistant 
vice president level and above and 10 percent 
of senior managers. 

Citi’s leadership in India recognized an 
opportunity to better support talented women 
in their desire to advance to more senior 
positions by creating an infrastructure 
focused on this objective. The launch  
of a Diversity Council was an initial step in 
supporting talented women with the desire 
to assume broader responsibilities and 
advance to more senior positions. The Council 
is comprised of men and women from all 
levels of management across the businesses.

The Diversity Council will consider 
recommendations from a staff survey as they 
focus on initiatives and programs that 
provide support to high-potential women 
during their transition and assimilation  
to more senior roles.

 

At Citi, we recognize diversity as a competitive advantage, benefiting  
our bottom line, our work force and our shareholders. Our diversity 
strategy is therefore closely aligned with our business priorities. 

To thrive in a global marketplace, companies must provide a wide 
range of ideas, innovative approaches and solutions to clients. A diverse 
workforce reflects our clients, helping us to better understand and 
serve their needs. 

We foster an inclusive workplace by providing employees with the 
experiences and skills to develop their full potential and realize their 
professional goals.
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Diversity Week
Diversity Week is a well regarded annual practice  
at Citi, and 2011 was no exception. All employees in 
Europe, the Middle East and Africa (EMEA), and  
in Latin America and Mexico (LATAM), were invited to 
participate, and the response was overwhelming. 
Sixty-eight countries sponsored diversity  
awareness events. 

In EMEA the theme “Perception: Do You See  
What I See?” built on their 2010 topic “Reflecting on 
Unconscious Bias”. 278 events in 52 countries were 
designed to demonstrate unconscious bias in the 
workplace and illustrate how such perceptions may 
affect careers. Among the highlights, the Center for 
Talent Innovation, one of Citi’s diversity partners, 

shared their research on Generation X — children of 
the post World War II generation — in the workplace. 

In Latin America and Mexico, activities in 16 countries 
focused on acceptance of diverse lifestyles and 
included conferences, panel discussions and an art 
exhibition at which leading entrepreneurs discussed 
their personal experiences. A private event at Six 
Flags in Mexico City drew more than 23,000 
employees and their families. Attendees were 
invited to express themselves using color  
on a “Diversity Wall”. During the week, Women’s 
Councils supporting the professional development 
and advancement of our female employees were 
launched in Mexico and in Venezuela.

DIVERSITY IN  
ACTION

Employees of Citibank Tanzania gather outside their office during annual 
Diversity Week celebrations.
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Citi Women
Women make up more than half of our workforce. 
helping them advance, and retaining them at Citi,  
is very important to us. 

Citi Women is a company-wide effort designed  
to attract and develop talented women. It offers 
programs and opportunities to help women identify 
mentors and career opportunities to help them 
advance their careers across our businesses. Two 
senior executives, supported by an advisory team 
and a global network of women’s organizations,  
lead the effort. 

Women Leading Citi 
This 18-month pilot sponsorship program, designed  
to foster the advancement of Citi’s highest 
performing senior executive women, was launched  
in November 2009. 

Managing Director and Director level women 
expressing an interest in advancing their careers are 
nominated by their business leadership. An essential 
component of the program is pairing women with  
an advocate who serves as her sponsor, who  
provides career mentoring, expands her network and 
advocates for greater opportunities on her behalf. 
Participants receive in-depth assessments, three  
to six months with an executive coach, and attend 
leadership workshops and webinars led by global 
industry experts.

Fifty-nine women participated in the initial pilot.  
Of these, 29 percent have new responsibilities,  
22 percent have new roles and 19 percent have  
a new title or level of seniority. The program was 
re-launched with a second cohort of women in 
January 2012. 

Women’s Leadership Development 
This program, offered in conjunction with the UCLA 
Anderson School of Management, combines lectures, 
discussions, small-group work and personal 
assignments to help female talent better manage 
their career development and advancement as 
leaders. Participants learn how to demonstrate 
executive readiness, become champions and role 
models for the organization, and grow their 
professional networks. In 2011 the program was 

In FoCus: WoMen leaDIng CItI 

In carefully pairing female managing 
directors with a senior advocate, Citi offers 
a unique sponsorship experience for our 
highly valued participants. Managing 
Director Jo Diamond, head of EMEA Client 
Delivery, and Jane Fraser, CEO of Citi Private 
Bank — two women managing the demands 
of motherhood with responsibility for 
thousands of employees — offer their 
personal reflections. 

Jo Diamond: “It was a perfect match. It has 
been nice, when I have doubts to run things 
by Jane, she’s urged me to take more risks, 
and to do something different.” 

As Diamond pondered an internal move, 
Fraser advised on how to address questions 
of salary diplomatically and explained how 
shifting into a new job would impact her 
career trajectory. She also reminded her  
to be more assertive in directing her career.

Jane Fraser: “We gelled. Getting advice, 
support and encouragement in a challenging 
job with many gray areas is pretty critical. 
You can’t do this alone; it’s very lonely. If you 
don’t have people with similar affinities 
around you, it makes it even harder.” 
She hopes to see Women Leading Citi 
become a permanent fixture. “All of us see 
this as a very important initiative that has  
to be baked into Citi’s DNA.”

“  After many doors closed and many 
years trying to do what I like,  
be who I am, finally I see companies  
welcoming people for what they  
do instead of what they look like…  
Thank you, Banamex.”

— horacio Franco, renowned flautist,  
speaking at a Citi Diversity Week 
event at Banamex, Mexico City
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expanded to include three sessions from two. It has 
been delivered nine times since its initial offering in 
April 2008 and 298 women have attended. Retention 
of participants has been high with a voluntary attrition 
rate of 4.2 percent. 

Coaching for Success
Citi has a longstanding development program —  
Coaching for Success — for mid-level women. The 
program for emerging female talent is delivered 
through a series of workshops and engages senior 
management as coaches. Goals include improving 
retention, and increasing promotion and internal 
mobility among participants. 

employee networks 
Citi’s employee network program provides members 
with an opportunity to share common experiences 
and build awareness of diverse cultures and 
communities. Open to all, the program supports  
our goal to be an employer of choice. Employee 
networks are employee-initiated and -led groups, 
organized according to affinity. They focus on  
cross-business networking opportunities and 
support employee growth and development.

In 2011, we were proud to launch ten new networks — 
six for military veterans, two for women, one Pride 
network and the first disAbility network in the 
United States. At the end of the year there were  
61 employee networks, representing 15,000 
members across 18 locations including Canada,  
the Republic of Ireland, the United Kingdom and  
the United States. 

“ Being part of the Citi Identity network, 
I’ve been given the opportunity to  
be involved in organizing programs 
in line with both my personal 
diversity values and the company’s 
corporate objectives.”

— David Oluleye, Citi Identity, Ireland

Recognized networks included:

• African heritage

• Asian Pacific heritage

•  disAbility (focused on people with disabilities 
and the caregivers of people with disabilities)

• hispanic heritage

•  Identity (employees from different nationalities)

• Military Veterans

•  Pride (focused on the lesbian, gay, bisexual 
and transgender community)

• Roots (multicultural)

• Women

• Working Parents

Diversity for leaders
Diversity enriches Citi’s leadership, and we run 
targeted programs to support senior employees from 
diverse backgrounds. 

We work in partnership with the Executive  
Leadership Council (ELC) to support the professional 
development of our high-potential African-American 
managers. ELC is a national membership organization 
comprised of senior level African-Americans from 
Fortune 500 U.S. corporations. Through its 
Symposium, ELC helps African-American corporate 
mid-level managers develop the professional, 
personal, and intellectual skills necessary to excel  
in the corporate arena. Through 2011, we have 
sponsored 309 Citi participants.

Our Diversity Leadership program offered by the 
Institutional Clients Group (ICG) provides training for 
high-potential Vice President to Director-level 
professionals with the goal of increasing and 
accelerating development. The program supports 
strategic thinking, refined communication skills  
and enhanced executive presence. Participants 
engage in a comprehensive program of coaching, 
training, informal mentoring and networking with 
senior leaders over a six-month period. The 
program, first launched in 2005 in the Global 
Transaction Services (GTS) business and in 2009 
expanded to the ICG, includes 57 alumni. 
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netWorK In FoCus:  
u.s. MIlItary veterans

Citi in the United States employs more than 
2,000 self-described veterans and 470 
military spouses. We actively seek to employ 
people who have served the United States, 
and in 2011 surpassed our goal of hiring  
500 veterans. 

Six U.S. military veteran employee networks 
were formed during 2011, including neworks 
in Dallas, Texas; Jacksonville, Florida; 
Phoenix, Arizona; Sioux Falls, South Dakota; 
St. Louis, Missouri, and Tampa, Florida. Five 
hundred Citi veterans attended the Sioux 
Falls launch, and South Dakota Governor 
Dennis Daugaard and Sioux Falls Mayor Mike 
huether were also present.

Reflecting our commitment to supporting 
veterans, Richard Parsons, Chairman, 
Citigroup Inc. was asked by First Lady 
Michelle Obama to serve on the advisory 
board of Joining Forces. This national 
initiative mobilizes support for service 
members and their families.

Diversity and recruitment
Citi makes significant efforts in all the regions  
where we operate to attract diverse candidates by 
partnering with targeted colleges and universities 
and external organizations that foster  
workforce diversity. 

asia: In India, the Citi Women Leader Program 
encourages future women business leaders  
by recognizing one female student selected from 
each of nine premier business schools who  
demonstrates exemplary leadership potential  
and has attained excellence in both academics  
and extracurricular activities. 

europe, the Middle east and africa (eMea): 
In the United Kingdom, Citi brought together  
university disability officers and career advisors  
to agree on strategies for recruiting students with 
disabilities; what was learned from the event will  
be used across the EMEA region.

latin america and Mexico: In Brazil, Citi has 
an internship program with Zumbi dos Palmares 
University where more than half the places are 
reserved for African Brazilians. 

united states: In the United States, Citi partners with 
organizations to attract diverse talent including the 
Consortium for Graduate Studies in Management, the 
Executive Leadership Council (ELC) and Manage-
ment Leadership for Tomorrow (MLT).

Diversity and retention 
Maternity Matters is a coaching strategy supporting 
women going on maternity and/or adoption leave. 
First launched in the U.K. in 2006 as a retention tool, 
the program was expanded to the U.S. in 2010 and 
consists of four webinars targeting women about  
to take a maternity leave, women returning from  
a leave, human Resource (hR) Generalists and 
managers. Each webinar covers maternity-related 
topics ranging from childcare and striking a balance 
between motherhood and career to re-engaging with 
clients. Among the topics included in the hR and 
manager sessions are ways to support the maternity/
adoption process, manage the team and recognize 
key challenges and concerns. The program has 
received overwhelmingly favorable feedback and 
exceeded all enrollment expectations. It has proven  
a valuable tool in supporting Citi’s overall diversity 
strategy of attracting, retaining and engaging 
employees. In the U.K., where men are entitled  
to two weeks’ statutory paternity leave, Citi offers  
a program for new fathers. The program covers 
concerns and issues shared by expectant fathers 
from work/life balance to relating to the changing 
relationship with their partners.
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strategic Partnerships
We continually seek to ensure our diversity efforts  
are aligned with best practices. One important vehicle  
for achieving this objective has been our partnerships 
with organizations that promote thought leadership 
on diversity. Through these partnerships we 
strengthen the impact of our strategy, programs  
and performance. Together, we promote diversity —  
as a key business imperative — across industries. 

We have strategic partnerships with organizations 
across the world. These include, among others,  

Asia Society, Catalyst, Center for Talent Innovation, 
Executive Leadership Council (ELC), Families  
and Work Institute (FWI), human Rights Campaign 
(hRC), Management Leadership for Tomorrow 
(MLT), the National Business & Disability Council, 
the National Council on Research for Women 
(NCRW), Opportunity Now, Out and Equal Workplace 
Advocates, Race for Opportunity, Sponsors for 
Educational Opportunity (SEO), Tanenbaum Center 
for Interreligious Understanding, Stonewall and 
Zumbi dos Palmares University.

Students attend an MBA preparatory program hosted by Citi and  
Management Leadership for Tomorrow (MLT), one of our strategic partners. 
Raymond J. McGuire, head, Global Banking, Institutional Clients Group 
(pictured center), was a keynote speaker. 

PARTNERShIPS  
FOR BEST PRACTICE
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Since 2004, Citi has 
achieved 100% on the 
human Rights Campaign’s 
Corporate Equality Index

 PartnersHIP In FoCus:  
raCe For oPPortunIty

 Race for Opportunity (RfO) promotes 
employment opportunities for ethnic minorities 
in the United Kingdom by influencing leaders  
of the country’s best-known organizations.  
It offers members tailored, practical and 
pragmatic advice on workplace issues, 
focusing in particular on diverse leadership  
on boards, diverse representation in the 
workplace and diversity in the supplier chain. 

 Citi, a member since 2003, won an RfO award 
in 2010 for the sustainability and continued 
growth of our Mentoring Programme,  
now in its seventh year. The programme, 
which runs for six months, pairs employees 
with more senior leaders from across Citi’s 
businesses. To date over 160 people have been 
mentored and some early mentees recently 
became mentors. 

“   Our longstanding partnership with Citi has 
shown how investment in diversity can bear 
fruit in the medium to long term — turning 
today’s emerging talent into tomorrow’s 
leaders. Citi’s mentoring programme has been 
recognized for doing just that — being an 
exemplar on race diversity amongst its peers 
and competitors.”

— Sandra Kerr, Order of the British Empire  
(OBE), National Campaign Director, Race  
for Opportunity

 PartnersHIP In FoCus:  
HuMan rIgHts CaMPaIgn

 The human Rights Campaign (hRC) is the 
largest civil rights organization working to 
achieve lesbian, gay, bisexual and transgender 
(LGBT) equality in the United States. Citi’s 
formal relationship with hRC dates back  
to 2004 when we were first recognized  
as having achieved 100 percent on the 
Corporate Equality Index (CEI) — a benchmark 
of an organization’s ability to provide a safe 
and welcoming business environment for 
LGBT employees and customers. Citi has 
continued to achieve the 100 percent CEI 
rating by meeting and exceeding hRC’s 
changing guidelines.

 In 2007 Citi joined hRC as a corporate 
sponsor of the Employee Non-Discrimination 
Act (ENDA), lending the company’s name  
to supporting passage of the bill introduced 
to the U.S. house of Representatives and 
Senate. Employees of Citi also participate as 
members of the organization’s national Board 
of Directors and their Business Council. Citi 
joined the hRC coalition to support Domestic 
Partner Benefit Tax Equity legislation (2006).

 Citi is also featured in hRC’s Buying for 
Equality Guide, which helps consumers make 
fair-minded purchasing decisions through 
ratings of companies, their products and 
services supporting lesbian, gay, bisexual and 
transgender equality.

“ For the last decade, the Human Rights 
Campaign has been working to make corporate 
America a more welcoming place for LGBT 
employees. Our partnership with Citi has been 
critical to these efforts. The company’s 
leadership and commitment to workplace 
equality continue to bring us closer to our 
goals while improving the experiences of Citi 
employees around the world.” 

— John Lake, Corporate Development Director, 
human Rights Campaign
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As with all key areas of our business, we measure 
our performance on diversity so we can identify 
ways to strengthen and expand our policy and 
practices. We participate in annual benchmark 
surveys in different markets to understand how 
we compare with other companies. 

Examples of our diversity work receiving external 
recognition in 2011 include:

100 Best Companies for Working Mothers 
Working Mother magazine 

Best Companies for Multicultural Women   
Working Mother magazine

100 percent Corporate Equality Index Company  
human Rights Campaign (hRC)

Corporate Inclusion Index Rating 95 
hispanic Association on Corporate Responsibility 
(hACR)

Top 50 Companies for Executive Women 
National Association for Female Executives (NAFE)

Latina Style 50 Best Companies for Latinas   
Latina Style magazine 

 Boot CaMP For toMorroW’s leaDers

“ Citi’s Career Transition & Leadership Seminar 
(CTLS) boot camp was high quality. We had 
exposure to key corporate executives and business  
professionals. At the end of CTLS and before  
my first Duke University MBA class, I had a rolodex  
of Citi personnel and a strong thesis on why 
I should build a career in finance with the bank.” 

— Boris Moyston, 2009 CTLS participant and now a 
Citi employee in our Global Portfolio Trading Group.

 Since starting our partnership with Management 
Leadership for Tomorrow (MLT), a non-profit 
organization, in 2003 we have made significant 
progress in developing innovative strategies and  
a cross-business partnership with the goal  
of creating a diverse pipeline of talent at all levels  
of the educational spectrum. 

  2011 was the seventh year in a row that Citi  
has partnered with MLT to run a two-day boot 
camp, the culmination of a 15-month MBA prep 
program run by MLT devoted to increasing the 
number of minority students enrolled in MBA 
programs and holding top business positions. 

 The boot camp, or CTLS, exposes 100 pre-MBA 
participants to careers in financial services, 
preparing them for post-MBA careers. 
Participants reported having gained exposure and 
access to career opportunities, strengthened their 
analytical and problem solving skills and 
strengthened the skills they need for a successful 
career in investment banking.  

Top Companies for Diverse Managers  
Diversity MBA magazine 

Employer of Choice for Women 2011   
Equal Opportunity for Women in the Workplace 
Agency, Australia

Best Companies for hispanics   
Hispanic Business magazine

Gilberto Rincón Gallardo Inclusive Company Award 
Ministry of Labor and Social Welfare, Mexico

AhEAD Disability Inclusion Award  
AhEAD, Ireland

Gender Equity Model Certification 
National Women’s Institute, Mexico  

Great Companies  
Expansión magazine

Best Companies For Kids  
Working Mother magazine 

Good Employer Certification  
Good Employer Association & American Chamber  
of Commerce Peru

OUR PERFORMANCE
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2011 Citigroup Consolidated  
employer Information report (eeo-1)* 
Over the period from 2009 to 2011, the U.S. 
employee population declined by 13.4 percent. 
During that period, total representation of women 
declined by 1.9 percent and for minorities 0.8 percent. 
The representation of women in official and 
management positions declined by 1.0 percent,  

by 0.9 percent for professionals, by 8.6 percent 
among technicians and by 4.3 percent for sales 
workers. Minority representation among officials  
and managers grew by 1.2 percent and declined for 
professionals by 0.3 percent.

*Data as of July 2011

global Female Workforce
Over a period of three years, Citi’s global female
representation fell from 55 percent at the beginning 
of 2009 to 53 percent in December 2011.

Job Category White Black Hispanic Asian

Native 
Hawaiian/ 

Other 
Pacific 

Islander
Native 

American Multi-Racial
Total by 
Gender

Total 
Number  

of People

executive/ 
senior 
Managers

Female 6 0 0 0 0 0 0 6 28

Male 19 1 1 1 0 0 0 22

First/Mid-level 
Managers

Female 4,862 755 883 805 3 19 17 7,344 16,750

Male 6,579 493 867 1,435 3 15 14 9,406

Professionals Female 5,271 1,016 1,020 1,590 6 22 36 8,961 22,249

Male 8,155 834 1,206 3,006 16 29 42 13,288

technicians Female 676 179 175 197 5 3 5 1,240 2,923

Male 996 177 213 287 1 5 4 1,683

sales Workers Female 4,251 1,118 1,593 719 14 37 21 7,753 13,443

Male 3,464 557 960 667 6 19 17 5,690

administrative 
support

Female 12,493 5,160 4,644 1,456 47 129 96 24,025 32,460

Male 4,398 1,546 1,791 603 31 31 35 8,435

Craft Workers Female 0 1 0 0 0 0 0 1 8

Male 1 3 1 2 0 0 0 7

operatives Female 136 62 27 94 0 0 0 319 665

Male 119 74 54 96 3 0 0 346

laborers & 
Helpers

Female 1 0 0 0 0 0 0 1 2

Male 0 0 1 0 0 0 0 1

service 
Workers

Female 0 0 0 0 0 0 0 0 0

Male 0 0 0 0 0 0 0 0

Total Female 27,696 8,291 8,342 4,861 75 210 175 49,650 88,528

Male 23,731 3,685 5,094 6,097 60 99 112 38,878



We welcome feedback and suggestions on our diversity 
programs. For more information please visit our Diversity site  
at www.citi.com/citi/citizen/people/diversity/index.htm 
or contact us at diversity@citi.com.

© 2012 Citigroup Inc.     Citi and Arc Design is a registered service mark of Citigroup Inc.

www.citi.com/citi/citizen/people/diversity/index.htm
mailto:diversity%40citi.com?subject=

