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SACZGROTID

~ The Ceca-Cela Company has for years icknovledged the need :
diverse vorkforcs. It has undertaken to! ‘d\lglti ita mxf:?ﬁe:
about the value of divereity and to placa diversity managesent as

a top priority. Still, thera {s an opportunity to further raise

<hs bar and set & "gold standard,*

As a result of diacussions batveen Doug Ivestar and Carl ¥Ware, &
group of Af¥ican American employeeas vere asked te participate {n a
discussion group (Discussion Group). The purpose of the Discussion
-g:i-oup-ﬁig to discuss/reviev.the Clipany’s opportunities ir” 1ging
Aiversicy. . :

The Discussion Group agreed vholeheartedly that for The Coca-Cola
Company efféctive diversity mandgesent is a business issus not a
soclel or legal iggue. The Company’s gleobal pregence, - its
vorldvide asulticultural verkforca and consumer base rigquired that
wg desonstrats extraordinary ekill ({n wmaneging diversity.
‘Bffective divergity management is a competitive advantage for The
Coca-Cola Company.

The Diascussien Group decided to-' address at least ong of the more
challenging elemants of diversity at the Company--the inclusion of
African Americans as full participants and deneficiaries of the

Company exparience. While acknovledging the broadest definition of

diversity, the Discussion Group chose to focus their interests on

the - opportunities to i{sprove the gsuccess quotient of African

Anericans.
The Discnss.ien.ato'up.conaiﬂ; of the follewing: = . =

Carl VWare, President, Africa Group

‘I‘ngi:;aundcn Jones, Vice Preeident, Corperate External
ad .

Juan Jobnson, Vice President, fusan Resource Development

Thom Peters; Assistant Vice Fresident, Treasury

Paul Graves, Director, Human Resources, Africs Group

The firm of 3. O. Rodgers and Associates, Inc. Nanagement
~ Consultants vas retained to vork with the Group.

The Discussion Group estadblished as its operating premise that
affective diversity managemeant can translate into {aproved husiness
resulte. In order to better understand vhat vould be requived to
raise the bar ia_this area, it {g important teo make some
distinctions betveen managing divereity and wvhat ve novw ‘call
affirmative action: :



Afgirmative Action Kaneging Diversity

Pocuses on individual/group  Focuses on the organization/all
exployees

Created deficit thinking Aspunes meaders of &ll groupe
have potential

Reacts to prodblems Is proactive~--<responds -biud on
good buginess decisions

No change in windset required Requires change in:
: “Managessnt. philosophy
) -Leadership ekills
~Baployee/Customer Relations

Affirmative action is primarily focused on sacquisition and
recordkeeping end {es & very incomplets vay to insure Dbettar
pusiness results. Nenaging diversity, on the other hand, focuees
on creating a4 culture that values and effoctively manages the
dirferences found in its people and the sarketplace to enhence the
goala of the enterpriss.

THENES
The Discuseion Group generated specific themes that could drive

raiseing the bar. If ambraced, thess themes would produce visible
evidence that change {3 occurring: :

. cosaun{ecating the contection detvaen diversity uiuquont and

businees results. - :

A focus on managing diversity would become a part of the vay the
Company doss butiness, ~Customers and contumers are pay ing wmore
attention to business practices and {mages as a vay to clicdée their
leyalties. There ie & groving body of svidence that linking & vell
‘thoughtout diversity sanagement dimension to business strategies
can impact business results.

. Managing diversity ss a key componest of exployee developuasnt

It is important that diversity managesent bs viewed &8 an
integrated part of the Cospany’s overall learning and develepmen
arcaitecture. It should be one of the underlying principles &s ve
build our sanagement modals, devcl:gunt philosophy, oup definitien
of vhat leadership {¢ and establish roles and responsibilities.



* & Ddy-product of elfective diversity managemest {s the

-opportuaity to creata tie futiure

In order tO Create the future one suet dbe villing te "diet

present® (Ceolszuets}. Creating a Compan cultu:n that m:\t:'lg;
produces exceptional pecple of all kinds is a legacy vorthy of the
bast leadars. “One advantage vhen you ars numbes 1 or 1 in an
industry, is that you can have a4 lot of say (n vhat the future'’s
going to be by vhat you do.* (Goitueta).

*

—_ SUCCREE EXARLERS
The.Discuseion Group ueabars considers the to‘llwim factor as kay
contributors to their grovthk and developmant a¢ exployees of the
Company. . '
. Nestoriag )
'Pach member of the Group had significant mentor(s) who facilitatad
their grovth and development. The mantor-mentes relationship vas

characterized by a close vorking arrangement that .developed out of

‘a natural affinity and wmutual respect for the value of each.
e Aesuned Competence

Some African Americans are vieved inappropriately as lacking t}m) J,[

okilles and intellfigence to succeed in cartain areas. 1Ihis <an
create a difficult vorking environment vhich hinders (rather than
facilitates) qrovth and developaent. - .

Several Discusaion Group members attribute their early successsas to
the opportunity to demonstrate their sastery of thelr craft. These
opportunities vers usually sade possible by sponsership from a
respected key player. S o ‘

. Fride iz a raspected Company

All eof the Group seabers bave had opportunities to represant the
Company to the community and ehtm: this experienca devsicp a
strong {dentity vith the Company. has dad mutually beneficlal
results in that both the Company and the individual grewv by stature
in the community. .

° gmotional Maturity

Diplosacy, resourcefulness, and the ability to depersonalize
prejudiclal behavior vere noted as common experiencas asahyg the
Group members. Instances vere mentioned vhers wneabers had bdeen
humiliated, ignored, overlooked, or unacknovledged. Tue ability teo
successfully managa these "events" is emotional intelligence.
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. tising
Sote manbars reflected on tha banetit of tiaing:

correct skill set to 'meet the Company‘s unique needs.

) Inforsal netvork of Africen Amezfean waployees

Raving the

Bven vhen African Americens vere fe¥ in nuaber in the organization,
an informel netverk of African Asericans vas cperating to previde
sani{ty checks and a oosparison of related experiences with the
social realities of the organigzation. This slloved many of them t.o)j_

retalin thef{r psycholegical health.

PRELIMINARY SSCOIMENDATIONS

“The discussiocns above lesd to -the ¢tolloving preliainary

rTecounandat l._enu

1. <Eatablish a targetod mentoring preograa designed to give
' African American employees access te the guidance needed to

succesd at the Company.

2. Cosmunicate a commitment to diversity mansgement {n the fora
of & universally distriduted Statexent of Philosophy developed

and endorsed by all executive leaders.

3. Establish specific d{versity 3:111 for the auccession .I;ar;inq

procesa. Esphasize strict a

eTence to characteristics that

producs affective leaders in the Company and develop skills to

see those traits in African Americans.

(. 1Increase the acquisition of African Americans who desire
accesgs to the fright® experiences. Among the Tright®
experiences which are comson to successful BsAnagers are
executive assistant to senior management end headquarters and

gield operations.

are 8c fev African Asericans in cartain areas and levels ©

S. Deliberately and censciously address the issue eof wby cm:-:) k

the business.

6. Institute executive accountability for improved results with
diversity manageaent (recruitaent, dévelepment, advancesment).
Use ocompensaticn as an incentive to drive developwent ot

diversity managesant skille among managers.

7. chnallenge the pattern the Coapany has zailm inte of placing

N,

d{spraoportionate African Anericans nuabers inta certain aress. )}"

6. convene senior officers to develop a clear vision for

diversity and a Statement of Philosophy regarding diversity.
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HIGHLY RESTRICTIVE ~ HIGHLY CONFIDENTIAL
Examine and make recommendations tegarding KO's diversification effort.

Strategy: Accelerate the achievement of 3 cufturally and racially diverse
, | - workforce at all levels of The Gaca-Cola Company.

‘Key Approach: Promote and intensify an awareness at the Senior Management
level of the prograss of lack of progress The Company is making
toward diversifying its workdorce and the poteatial consequences
to the business.

Indlcated Actlon: 1. Collect relevant data re: race/sex mix of workforce and
' business strateQy to attract minority consumers,

2. Educate and orient Senior African-American Officers of The
Company on the present status of The Company's
diversification effort. ,

3. Develop recommendations necessary to accelerate progress
as deemed appropriate. '

4. Create an implementation plan to execute recommendations.

Assumptions/Concerns/Conatralnts:

« Issue: Lack of interest or attention shown toward the subject matter.d s 46
- se€e
- lInrecent years, Affitmative Action and diversity efforts araiot oonsié'ered a high
priority item by Senior Management. What happen 1o thé Changing Times
program? What has happened as a result of the issues raised in the CCUSA
Changing Times Programs?

« lssue: Perceived lack ef opportunilies in certain high visibility areas.
- The agiber of Alican-American new hives appears to ba declining, thus

reduciag the poo! of patential candidates for future management opportunities
created by business growth. i aiso appears the reorgantzation in Corporate
Marketing has had a negative impact on African-American opportunities in that

high visibifity area (e.g. lack of new hires).

~ The number of African-Americans on Intemational assigament is not keeping
pace with the growth of International assignments being offered world-wide.
- This has the impact of greatly limiting the development ef African-American
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« lIssue: The lack of tolerance by the organization toward those who are different.

-~ There is a perception among African-American assoclates that a number of
highty educated and trained African- merican (e.g. Grover Jackson, Shirley
Oilsworth, Joe Bowers and Dallas Diggsy have received unfavorable treatment
thus creating the Impression that KO is a high risk environment for hi-potential
and aggressive African-Americans. There is aiso & perception that
The Coca-Cola Company is a revolving door experjence and not &-place 1o buiid
a fong term career. While African-Americans are leaving there does not appear
to be an aggressive plan to ensure the pool of hi-potentials is replenished (e.g.
GMTA). '

. lssué: Leadership

~ There is no evidence that The Company, in the absence of laws requiring
affirmative action, has a commitment to achieve further diversification of its,
~ workforce (e.g. Lack of: Strong leadership from the top; 8 clearly communicated
Company position and policy which activates the Company’s commitment).

« lIssues;
1. Underutilized resources and unfulfilled expeclations.
2. Absence of a communication plan or strategy to effectively communicate with

minority employees on their issues or concems. . _ .
3. Not enough visibility and mentoring of minorlty role models in the organization,

- 7 ~- The Compeny’s EEO data indicates there s 000d representation of minorities
.« andfemales across the organization at all lovels. Yet there exist a strong
' perception that the Company is not doing &ll / can to maximize the potential of
s minority workforce. = L L .

o lssue: Bu'ilding a Company value that links diversity to business success.

- The Company has no clearly articulated vision of how diversification of the
workforce Is linked to business succass. One approach may be te have Doug
ivoster define the Compeny’s philosophy or approach to diveraity and then
chaigina. the ectivation of this approach in the Company’s businéss glane,

- There are various diversity initiatives in their early stages of davelopment at
CCUSA in Operations and Fountain but there appears to be fittle coordination
and synergy between them. In order to build a common value system and set of

beliefs Company-wide, it may be necgssary at this stage of development to
provide centralize management and control at the COO level.
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