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ABOUT THE HACR  
RESEARCH INSTITUTE

ABOUT THE 
HISPANIC ASSOCIATION ON  
CORPORATE RESPONSIBILITY

The HACR Research Institute (HRI) is the research arm of HACR and is devoted to objective 
research, analysis, and publication of reports on Hispanic-related issues in Corporate 
America. The goal of the HRI is to assess current Hispanic trends and stimulate discussion  
on Hispanic inclusion. 

Through the HRI, HACR publishes annual studies on the state of the Hispanic community, 
corporate diversity, and inclusion practices in Employment, Procurement, Philanthropy,  
and Governance along with the HACR Corporate Inclusion Index. The research institute also 
publishes the Corporate Governance Study, the Empow(h)er™: Understanding Workplace 
Barriers for Latinas report, and other independent studies conducted internally and  
through partnerships with leading advocacy organizations. 

Founded in 1986, the Hispanic Association on Corporate Responsibility (HACR) is one of 
the most influential advocacy organizations in the nation, representing 14 national Hispanic 
organizations in the United States and Puerto Rico. Our mission is to advance the inclusion of 
Hispanics in Corporate America at a level commensurate with our economic contributions. 

Collectively, HACR’s Coalition Members reflect the voice of more than 60 million Hispanics 
living in the United States and Puerto Rico, serving those diverse communities through 
advocacy, education, representation, assistance, capacity building, public policy support, 
resource development, and the exertion of political influence. 

HACR’s work is possible thanks to the generous support of its Corporate Members, which 
includes some of the largest companies in the United States. Together, the Coalition Members 
and Corporate Members provide HACR with the resources needed to achieve its mission.
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A LETTER FROM THE
HACR PRESIDENT & CEO

On behalf of the Hispanic Association on Corporate Responsibility (HACR), our board of 
directors and dedicated staff, I am pleased to present the 2020 HACR Corporate Inclusion 
Index (CII) report. Since our founding in 1986, HACR has been one of the most influential 
advocacy organizations in the nation. Through our executive programs, annual symposium, 
and research institute we are moving the needle for Hispanics in Corporate America. As a 
dedicated partner to our diverse membership of corporations, HACR offers its members 
direct access to the Hispanic community, providing research, advice, and advocacy on 
the importance, benefits, and opportunities for diversity and inclusion of Hispanics.

The challenges of this year have had a tremendous effect on all Americans, especially Hispanics 
and members of other underrepresented groups. Our communities have been disproportionately 
impacted by the events of 2020 which have shone a light on all the work that remains to be done in 
order to ensure that Hispanics are included and integrated in all facets of social and corporate life.

By 2028, Hispanics will consist of one-fifth of the labor force. Companies who have accepted this 
reality have worked to engage the Hispanic consumer, partnered with Hispanic suppliers, and hired 
Hispanic talent to help capture the Hispanic market. However, this is not enough. Companies must 
also work to create a strong foundation of practices that impact meaningful change. Those that do 
will be able to meaningfully respond to the ever-changing landscape of employee and community 
needs. Those that fail to do so risk their long-term survival in an economy where Hispanics represent 
over $1.5 trillion in buying power and where they continue to drive the growth of the U.S. labor force.

For over a decade, the HACR CII has been a trusted tool for measuring how inclusive companies’ 
practices are with the Hispanic community. First launched in 2009, the HACR CII takes a 
comprehensive look at the corporate policies and strategies of participating companies around 
HACR’s four pillars: Employment, Procurement, Philanthropy, and Governance. We believe 
that the HACR CII is uniquely valuable in its ability to inform Corporate America on how to 
drive improvements in areas where there is opportunity for development and growth. 

We are grateful to the companies who participated in the 2020 HACR CII for their 
commitment to create a more diverse, equitable, and inclusive environment in their 
workspaces. We would also like to thank our board, leadership team, and stakeholders for 
their continued commitment to advancing Hispanic inclusion in Corporate America.

Sincerely,

Cid Wilson 
President & CEO of HACR



6 2020 HACR CORPORATE INCLUSION INDEX

LETTER FROM THE 
DIRECTOR OF THE HRI

For over a decade, the HACR Corporate Inclusion Index (CII) has been a preferred benchmarking 
tool for some of the country’s most powerful and influential companies. So much so, that even 
through 2020’s unpredictable challenges, the HACR CII saw a 17 percent increase in corporate 
participation this year. We believe this is due in part to the improvements that have been made to 
make the HACR CII a benchmarking tool that encourages participant dialogue. The 5-star rating 
system put in place in 2017 has also enhanced participants’ opportunities for identifying best 
practices around Hispanic diversity and inclusion efforts.

THE POWER OF HARNESSING SUPPORT NETWORKS

The work of the HRI has long focused on the role support networks in Corporate America play 
for Hispanics. From our early work on Hispanic ERGs as resources to career progression and 
opportunity; to the Procurement Report which highlighted the ways in which companies could 
help Hispanic entrepreneurs develop the capacity to grow their businesses; to our report on 
Hispanic inclusion in STEM highlighting the importance of working together to eliminate the 
barriers to promotional opportunities; to the more recent Latina Empow(h)er™ Report, focused on 
deconstructing the persistent challenges and stereotypes that women face, we have highlighted 
the importance of working together to improve success for Hispanics in Corporate America. The 
2020 HACR CII continues this tradition by tying together many of the themes and concepts first 
introduced in our earlier research that continue to remain central to improving Hispanic inclusion.

This year’s CII focuses on the power of harnessing support networks such as mentorship, 
community partnerships, supplier and leadership pipeline development programs to weave 
together strong alliances that result in better performance and increased opportunity. When a 
company builds and invests in these resources, real change can happen.

More companies are starting to realize that they need to adopt a support network-centric approach 
in order to achieve greater impact in their diversity and inclusion efforts, but there is still significant 
work to be done. That’s where the HACR CII comes in. While the advantages of harnessing support 
networks are clear, the best way to go about doing that isn’t always clear to companies. The HACR 
CII helps participating companies gain clarity on the strength of their unique support networks 
by serving as a holistic benchmarking tool that looks at companies’ practices and evaluates their 
outcomes. 

We’d like to thank everyone who participated in this year’s HACR CII survey. 2020 has been a 
particularly challenging year and your participation in the HACR CII reflects your commitment to 
Hispanic inclusion. Thank you for your continued support of HACR.

Dr. Lisette Garcia
Director of the HRI & COO of HACR



Our main objective with the 2019 HACR CII report was to make a case for intentional and proactive 
tracking for how companies’ diversity and inclusion practices are affecting goals and outcomes in 
our four pillars of economic reciprocity (Employment, Procurement, Philanthropy, and Governance). 
Many companies have taken our advice and have either started or have improved on their ability to 
track Hispanic metrics in these areas.

With more HACR CII participants tracking and reporting on the outcomes of their efforts, 
the HACR Research Institute (HRI) is better equipped to identify resource gaps and advise its 
stakeholders on how to bridge them. Using the data collected from the 2020 HACR CII survey, we 
have highlighted several of the major remaining gaps we have found here:

        • Employment: 82 percent of all Hispanic employees are non-exempt

       • Procurement: On average, less than one (1) percent (.83%) of suppliers are Hispanic

        • Philanthropy: 73 percent reported corporate and foundation contributions while only 30   
          percent tracked in-kind giving

       •  Governance: Latinas continue to represent small percentages of executives (1.21%) and  
           board directors (2.29%)

The continued presence of these and other gaps in company practices has informed our selection 
of “Harnessing Support Networks: Mentoring, Supplier Development, Community Partnerships, 
and the Leadership Pipeline” as the theme for the 2020 HACR CII Report. 

In this year’s report, we will outline how support networks can be leveraged to improve 
corporations’ practices in a way that will lead to the sustained inclusion of Hispanic talent and 
partners. While our focus will be on critical support efforts and programming for each of our 
pillars, we will also be highlighting how the presence or lack of this support affects  
Hispanic stakeholders. One new feature to the report are the addition of "Opportunity Areas" 
pages where we discuss what are some of the practices where better performance would lead to 
better diversity and inclusion results.

It is also important to remember that as we are analyzing this year’s data and writing this report, 
a global pandemic and civil unrest over racial equity and justice are affecting the lives and jobs of 
people throughout the country. In the case of the COVID-19 pandemic, the Hispanic community 
continues to be disproportionately impacted by the disease and its collateral effects.1,2 While this 
will certainly add to the critical issues to which resources must be applied, we must not let diversity 
and inclusion recede as a strategic priority for organizations. It is our hope that this year’s report 
will help Corporate America continue to improve its efforts and highlight where opportunities 
remain for strengthening their partnerships with Hispanic stakeholders.

EXECUTIVE  
SUMMARY

 1 King, Noel, and Daniel López-Cevallo. 2020. “Why COVID-19 Disproportionately Impacts Latino Communities.” National Public Radio. Retrieved August 22,    
     2020 (https://www.npr.org/2020/07/01/885878571/why-covid-19-disproportionately-impacts-latino-communities).

 2  Manuel Krogstad, Jens, and Mark Hugo Lopez. 2020. “Coronavirus Economic Downturn Has Hit Latinos Especially Hard.” Pew Research Center’s Hispanic  
     Trends Project. Retrieved August 22, 2020 (https://www.pewresearch.org/hispanic/2020/08/04/coronavirus-economic-downturn-has-hit-latinos-especially- 
     hard/).
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Support networks can be valuable tools in helping organizations retain and realize the potential of 
their talent and opportunities while also becoming more attractive to prospects. Workplaces are 
certainly becoming more diverse, but systems change can be a lengthy process. For this reason, 
successful transformation requires close partnership with leaders and allies to provide support 
and socialization to diverse talent, businesses, and communities. With this support, diverse 
stakeholders are able to more effectively understand current systems and identify immediate 
opportunities for improvement and change. In fact, each of the areas tracked by HACR uniquely 
benefits from these partnerships.

In employment, both current and potential Hispanic employees benefit tremendously from formal 
support programs such as mentorship, sponsorship, and internship programs. These programs 
serve to support the development and advancement of Hispanic talent at companies from entry 
level positions through senior level management. Similarly, in governance, the demographic 
composition of an organization’s C-Suite and board of directors are impacted by these programs 
and by concerted efforts to look outside the “usual” talent networks through the use of  
diverse slates.

In procurement, a common refrain has been that there are not enough Hispanic-owned businesses 
which provide products and/or services at the scale required by Corporate America. While, in 
some cases, this may be true, it will continue to remain so if Hispanic-owned businesses are not 
provided with the support, development tools, and mentorship to grow and succeed. 

Finally, whether an organization is working with Hispanics or another community, philanthropy 
needs to be seen as an investment rather than as charity. First, investments are tracked for success 
through goals and metrics. Second, as investors, corporations should see the Hispanic community 
as a partner and include it in its decision-making process. From issue to scale, there should be 
community voices present, informing decision-makers on implementation and process. 

These resources will be invaluable particularly as we continue to navigate through the current crisis 
and plan for the coming recovery. Our goal with this year’s report is to highlight the importance 
of support networks to the Hispanic community and showcase the impacts (actual and potential) 
of having, or not having, these resources available at corporations. In the pages that follow, 
companies will be provided with insights on opportunities to help improve their support networks.

HARNESSING SUPPORT NETWORKS
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METHODOLOGY

The data for the 2020 HACR Corporate Inclusion Index (CII) is drawn from a survey designed and 
administered by the HACR Research Institute (HRI). Invitations to participate in the 2020 HACR CII 
survey were sent to all Fortune 100 companies, HACR Corporate Members, and previous HACR  
CII participants.3

If a company had not previously participated in the HACR CII, and when it was possible to obtain 
the necessary contact information, requests for participation were made to the chief executive 
officer, as well as the highest-level executive(s) responsible for communications, human resources, 
and/or diversity and inclusion at their respective companies. If HACR already had a point of 
contact at a company who had not previously participated in the HACR CII, email communications 
requesting their participation were also sent to them. If a corporation had previously participated 
in the HACR CII, invitations were sent first to the individuals responsible for their most recent 
submission, with additional communications sent to senior level executives if necessary.

A total of 94 corporations received invitations to take part in the 2020 HACR CII survey; of that 
group, 70 submitted surveys and all were rated.4 The survey period was from January 7, 2020 to 
July 17, 2020. All information provided by participants on the 2020 HACR CII survey reflects data 
from their U.S.-based corporate operations between January 1, 2019 and December 31, 2019.

The HRI staff provided additional assistance and advice throughout the process and reviewed 
submitted documentation for appropriate language and consistency with survey answers. 
Corporations were invited to provide the HRI staff with any additional information, corrections to 
data, and/or updates prior to receiving their finalized ratings.

 3 Companies outside these parameters who requested the survey from the HACR Research Institute were also permitted to complete the  
     2020 HACR CII survey.

 4  Variances between the total survey respondents and the number of respondents for every question may be due to the fact that not all participants  
     responded to every question and, in some instances, outliers were excluded.
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UNDERSTANDING  
THE RATINGS

The HACR CII survey is comprised of questions created by the HRI over years of research and 
conversation with Fortune 500 and HACR Corporate Member companies about their diversity 
and inclusion practices and the measures in place to evaluate their progress. 

The survey helps us understand the Hispanic inclusion needs of Corporate America in addition 
to monitoring progress over time. The data collected on the HACR CII provides a “snapshot” of 
Corporate America’s Hispanic inclusion efforts and serves:

  • as an evaluation of Corporate America’s Hispanic diversity and inclusion efforts

             • as a means of communicating to stakeholders and the general public about a  
               company’s performance on Hispanic diversity and inclusion

            •  as a source of motivation to companies for continued learning and improvement of  
               Hispanic diversity and inclusion

   • as a means to identify and celebrate best practices that advance Hispanic diversity  
               and inclusion

The HACR CII ratings are designed around two focus areas – a practice assessment and an 
outcomes assessment for each of the pillars. The practice assessment consists of twenty-five 
elements which examine what type of support or infrastructure a company has in place for 
diversity and inclusion. These questions are comprised of a series of yes or no and multiple-
choice questions. The outcomes assessment, which consists of five elements, examines key 
indicators or measures by which companies evaluate progress on diversity and inclusion. These 
questions are typically quantitative in nature. 

Indexing is a way to set criteria and evaluate performance in various areas of business practice. 
The rating permits HACR to dialogue with a participating companies around very specific 
practices on diversity and inclusion. The HACR CII rating is designed to help participating 
companies identify opportunities for improvement or highlight best practices and outcomes  
on their efforts for Hispanic inclusion. 

PRACTICE  + OUTCOMES ASSESSMENTS
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Do you want to learn more about Hispanic 
inclusion in Corporate America?

We are just one click away!

HACR
HISPANIC ASSOCIATION ON 
CORPORATE RESPONSIBILITY

https://www.hacr.org/


12 2020 HACR CORPORATE INCLUSION INDEX

ADP 

Altice USA † 

American Express Company 

Anheuser-Busch *† 

Anthem, Inc * 

AT&T * 

Bank of America * 

Bayer † 

BMO Harris Bank † 

Boston Scientific  

BP *† 

Capital One Financial Corporation * 

Chevron * 

Cigna * 

Cisco 

Citi * 

Comcast NBCUniversal * 

Comerica Bank * 

Corteva Agriscience † 

CVS Health *† 

Delta Air Lines † 

Ecolab Inc. *† 

Edison International *† 

Federal Reserve Bank of Minneapolis† 

FedEx Corporation 

Ford Motor Company * 

General Motors * 

Gilead Sciences, Inc * 

Goldman, Sachs & Co. * 

The Hartford † 

Herbalife Nutrition * 

HP Inc.  

HSBC 

Humana * 

Intel * 

Johnson & Johnson * 

JPMorgan Chase & Co. * 

KPMG LLP *† 

The Kroger Co. 

Levi Strauss & Co. † 

Marriott International, Inc. 

Medtronic, Plc * 

MetLife, Inc 

Microsoft Corporation * 

Molson Coors Beverage Company * 

Morgan Stanley * 

Nielsen 

PayPal * 

Thank you to all of this year’s participating companies!

PepsiCo * 

Pfizer * 

Procter & Gamble *† 

Prudential Financial * 

Raytheon Technologies *† 

SODEXO * 

State Farm * 

Target * 

TIAA * 

T-Mobile * 

Toyota Motor North America * 

UPS * 

US Tennis Association * 

Valero Energy Corporation † 

Verizon * 

Visa Inc. † 

Walmart Inc. * 

The Walt Disney Company * 

Wells Fargo & Company * 

Wyndham Destinations * 

Wyndham Hotels & Resorts 

Xerox † 

* 2019 HACR Corporate Member Company 
† New 2020 Participant

PARTICIPATING COMPANIES



PARTICIPATION AT A GLANCE

TOTAL PARTICIPANTING COMPANIES 

39 
FORTUNE 100
COMPANIES

22 
NEW

COMPANIES

48
RETURNING

2019 CII PARTICIPANTS

TOP INDUSTRY PARTICIPATION
COMMERCIAL BANKS, 
DIVERSIFIED FINANCIALS, 
FINANCIAL DATA SERVICES

FOOD & DRUG STORES,  
FOOD CONSUMER PRODUCTS,  
FOOD PRODUCTION, &  
FOOD SERVICES

TELECOMMUNICATIONS

PHARMACEUTICALS

HEALTH CARE: INSURANCE 
& MANAGED CARE

HOTELS, CASINOS, RESORTS

7%

7%

6%

4%

4%

23%

70
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HACR
BLOG

BLOG.HACR.ORG

NEWS RESEARCH
CORPORATE MEMBER STORIES MORE

NEWS RESEARCH
CORPORATE MEMBER STORIES MORE

http://hacr-4476451.hs-sites.com/hri-blog-home


HACR
BLOG

BLOG.HACR.ORG

NEWS RESEARCH
CORPORATE MEMBER STORIES MORE

NEWS RESEARCH
CORPORATE MEMBER STORIES MORE

EMPLOYMENT 
INSIGHTS

http://hacr-4476451.hs-sites.com/hri-blog-home




EMPLOYMENT
CONGRATULATIONS TO THE 
HACR CII 5 STAR COMPANIES

AT&T 

ADP 

Bank of America 

BMO Harris Bank 

Boston Scientific 

Chevron 

Cigna 

Comcast NBCUniversal 

Ecolab Inc. 

General Motors 

Gilead Sciences, Inc 

Goldman, Sachs & Co. 

The Hartford 

Humana 

Intel 

Johnson & Johnson

JPMorgan Chase & Co. 

KPMG LLP 

Medtronic, Plc 

MetLife, Inc 

Molson Coors Beverage Company 

Morgan Stanley 

Nielsen 

PepsiCo

Procter & Gamble

Prudential Financial

Raytheon Technologies

Sodexo

State Farm

Target

Toyota Motor North America

Visa Inc.

Walmart Inc.

The Walt Disney Company

Wells Fargo & Company

Wyndham Hotels & Resorts
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What did we find? 

This year we found that the average percentage of Hispanic hires has not changed since 2018.5 
Stagnation in the recruitment and hiring of Hispanic talent may explain declining Hispanic 
representation figures during the same period. In 2019, Hispanics represented 18 percent of all 
employees whereas this year they represent 15 percent. One figure which continues to grow is the 
percentage of Hispanic employees categorized as non-exempt. Hispanic non-exempt employees 
now represent over 82 percent of all Hispanic employees (exempt and non-exempt) at corporations. 
Although having Hispanic non-exempt employees is not inherently problematic and is certainly 
encouraged, overrepresentation of Hispanic employees in this category has a negative cascading 
effect on Hispanic employees and organizations’ leadership pipeline. 

In February, employees from diverse and underrepresented communities represented 37 percent 
of the labor force, yet by March 2020 they accounted for 58 percent of the newly unemployed 
as a result of the COVID-19 global pandemic.6 The Hispanic community has been among those 
disproportionately affected by the collateral effects of the pandemic,7 due in large part to their 
overrepresentation in non-exempt and direct service positions that lack adequate safety net 
protections. As we move toward recovery and equity, it will be especially important to pay close 
attention to the Hispanic community and how it has been impacted by the events of 2020.  

SUPPORT NETWORKS  
IN EMPLOYMENT 

 5 Since 2018 Hispanic have represented approximately 18 percent of all hires

6 Dua, André et al. 2020. “COVID-19’s effect on minority-owned small businesses in the United States.” McKinsey & Company, Washington, DC. Retrieved  
     August 3, 2020 (https://www.mckinsey.com/industries/public-and-social-sector/our-insights/covid-19s-effect-on-minority-owned-small-businesses-in-the- 
     united-states#:~:text=The%20COVID%2D19%20crisis%20is%20likely%20to%20compound%20this%20issue,29%20percent%20of%20all%20respondents).

7   Krogstad, Jens Manuel and Lopez, Mark Hugo. 2020. “Coronavirus Economic Downturn Has Hit Latinos Especially Hard.” Pew Research Center. Washington,  
     DC. Retrieved August 28, 2020 (https://www.pewresearch.org/hispanic/2020/08/04/coronavirus-economic-downturn-has-hit-latinos-especially-hard/).

37%37% 58%Diverse workers in 
the U.S. labor force 

Diverse workers 
unemployed as 
a result of the 
COVID-19 pandemic 
in March 2020
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Support networks are an essential resource for organizations looking to maintain or build 
healthy and active talent pipelines. Using these networks, new and up-and-coming talent can 
access the mentorship of experienced leaders who have overcome challenges in order to meet 
organizational goals. As sponsors, leaders can also leverage their respected voices to help 
identify Hispanic talent for advancement opportunities within the organization. This year, 86 
percent of participants reported having a formalized mentorship program while 71 percent 
reported having measurable goals and/or metrics for these programs. Fewer companies reported 
having a sponsorship program8 and having goals and/or metrics for their sponsorship programs.9 
As we laid out in the 2019 HACR CII Report, when companies do not track and leverage their 
performance in these areas, they are also limiting their potential for successful recruitment and 
retention of Hispanic talent.

Have a mentorship 
program 

Have a sponsorship 
program 

Have goals and/or  
metrics for mentorship 
programs

Have goals and/or metrics 
for sponsorship programs

86%

71%

74%

69%

8  74 percent of companies reported having a sponsorship program
9 69 percent of companies reported having goals and/or metrics for their sponsorship programs
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Internships are also important to the health and diversity of organizations’ leadership pipeline. 
Ninety-nine percent of participants reported having an internship program. Participants also 
reported an average Hispanic representation of 14 percent among their interns. 

Hispanics represented nearly 14% of interns

Employee Resource Groups (ERGs) are networks where many Hispanic employees can find support 
while meeting and connecting with each other, as well as with potential mentors and sponsors. This 
year, 97 percent of participants indicated that they had a Hispanic ERG. Hispanic ERGs are also 
important sources of knowledge and leadership for how organizations can recruit and retain talent. 
Eighty-six percent of companies taking the 2020 HACR CII survey reported that they leverage their 
Hispanic ERGs on how to recruit or retain Hispanic talent. 

Have a  
Hispanic ERG 

Leverage Hispanic ERGs 
for talent recruitment and 
retention 86%97%
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HOW DID THE SAMPLE DO?

PRACTICE ASSESSMENT

Overall, the sample received three (3) stars 
in the practice evaluation out of four (4) total 
possible stars. C-Suite engagement with 
ERGs as well as mentoring and sponsoring 
leadership potential talent through formal 
programs remain opportunity areas for 
companies. Companies should continue 
tracking and evaluating the effectiveness of 
their employees’ network resources throughout 
the talent pipeline, from interns through senior 
leadership. By doing so, they can leverage 
information to address support needs and  
to ensure underrepresented talent can  
develop successfully.

OUTCOMES ASSESMENT

For the quantitative measures, the sample 
group met the criteria for four (4) out of five 
(5) metrics, to receive an additional star. 
Between practice and outcomes assessments, 
participating companies rated a total of four 
(4) stars in this section. 

RATING GUIDE

HACR uses a five star rating system. Each 
pillar is rated seperately. For each of the four 
pillars there are 5 total possible stars based 
on a composite assesment of practices and 
outcomes.

PRACTICE ASSESSMENT

A maximum of four (4) stars are possible. Stars 
are rewarded based on a percentage achieved 
out of 25 total criteria items that are assessed 
in each pillar.

OUTCOMES ASSESMENT

There is one (1) star possible for the outcome 
assessment. This star is awarded based on a 
company meeting the minimum threshold for 
at least three (3) out of the five (5) quantitative 
criteria items assessed in each pilllar.

MINIMUM 3/5 CRITERIA MET  | 1 POSSIBLE STAR  

A composite assessment of practices and 
outcomes determines how many total stars are 
awarded for the overall rating.

PRACTICE  + OUTCOMES ASSESSMENTS

60%-69% 70%-79% 80%-89% 90%-100%
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OPPORTUNITY AREAS
Below are a set of employment practices where participating companies  

can improve their Hispanic diversity and inclusion outcomes

Leverage Hispanic ERGs to 
inform retention efforts

Have measurable goals and metrics for 
assessing sponsorship programs

Have measurable goals and metrics for 
assessing mentorship programs

Leverage Hispanic ERGs to 
inform recruitment efforts

Have measurable goals and  
metrics for assessing succession 
planning initiatives

Provide Hispanic ERG 
members with project 
management training

Have a structured  
sponsorship program

Have a structured 
mentoring program

86% 86% 67%

74%

86%
49%

49%

66%
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PROCUREMENT 
INSIGHTS
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2
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PROCUREMENT
CONGRATULATIONS TO THE 
HACR CII 5 STAR COMPANIES

Anthem 

AT&T 

Comcast NBCUniversal 

Edison International 

Ford Motor Company 

General Motors 

Humana 

Intel 

Medtronic, Plc

Nielsen

Sodexo

Toyota Motor North America

Walmart Inc.

The Walt Disney Company

Wells Fargo & Company

Wyndham Destinations Inc.
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SUPPORT NETWORKS  
IN PROCUREMENT 

What did we find? 

When companies diversify their suppliers, they increase innovation and competition, ensuring 
that they get the best products and services at the best value.10 Determining the strength of 
supplier diversity programs through clear goal setting and the tracking of metrics to assess 
program effectiveness, provides successful companies with competitive advantages and market 
share, especially in diverse communities. Nevertheless, tracking and reporting remain areas  
of opportunity.

While it is important to know what the spend with all minority-owned businesses looks like, 
minority-owned businesses should not be treated as a monolith. It is also important to track 
how much companies are spending with suppliers from each underrepresented community as 
this allows companies to track their economic impact and investments with each community. 
Although 87 percent of participants were able to report their total supplier spend, only 73 
percent were able to report their total 2019 spend with Hispanic suppliers. The gap between 
these two figures represents companies who are not currently tracking or able to share their 
procurement spend with Hispanics. It also represents missed opportunities for the Hispanic 
community and Corporate America. 

Reported total supplier spend 

Reported total spend with  
Hispanic suppliers

87%
73%

 10    CVM. 2020. “Supplier Diversity Tracking, Metrics and Reporting.” CVM. Retrieved August 23, 2020 (https://blog.cvmsolutions.com/supplier-diversity- 
         best-practices2).
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For the Hispanic community, it is a missed opportunity to increase wealth and resources. 
Corporations lose the opportunity to promote innovation, new products, supply chain 
improvements, competitive pricing, and partnerships with key stakeholders in new markets.11  

A common concern for businesses has been finding qualified Hispanic suppliers that can provide 
products and services at scale. While there are many large Hispanic businesses across the country, 
the reality is that Hispanic entrepreneurs have faced systemic challenges that have kept many 
more from scaling at a rate that is commensurate with their potential. Corporations can play 
a major role in helping to address these challenges and develop Hispanic businesses through 
supplier development initiatives. This year, 79 percent of participants reported having supplier 
development initiatives inclusive of Hispanics at their companies. These initiatives can provide 
diverse suppliers with opportunities to expand their business experiences, grow their networks, 
and establish trusted relationships with their corporate partners. 

PERCENT OF RESPONDENTSSUPPORT TYPE

Supplier development initiatives 

Providing financial assistance  
to suppliers 

Diverse supplier  
certification assistance 

79%

67%

50%

SUPPORT FOR HISPANIC SUPPLIERS CAN INCLUDE:

HACR has collected data on Hispanic suppliers since 2009. The average Hispanic supplier 
spend and representation has changed little in that time. Unless additional resources are 
put into developing and increasing the number of Hispanic suppliers in Corporate America, 
we will continue to see little progress in the representation of Hispanic suppliers. This year, 
Hispanic supplier representation was, on average, less than one (1) percent of all suppliers (.83 
percent) and about 2.5 percent12 of total supplier spend. Of the participants that reported 
their procurement spend, 61 percent reported spending less than one percent of their total 
spend with Hispanic suppliers.

 11  CVM. 2019. “What is Supplier Diversity, and Why is it Important?” CVM. Retrieved August 27, 2020 (https://blog.cvmsolutions.com/what-is-supplier- 
        diversity).

12    This figure may be affected due to the presence of unidentified outliers
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Hispanic suppliers represent 
.82% of all suppliers

Work with trade associations

Track diverse suppliers that move from bid to award

Have a designated budget for supplier diversity

Hold Tier 1 suppliers accountable for supplier diversity

Hispanic supplier spend  
is 2.5% of total supplier spend

61% spend less than 1% with Hispanic suppliers

There are, however, signs of change. Ninety-one percent of companies reported having a strategic 
plan for supplier diversity that is reviewed regularly. There was also an increase in the number of 
companies holding Tier 1 suppliers accountable for supplier diversity (67 percent).

92%

49%

67%

90%

91%

Have a full-time employee responsible for supplier diversity
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HOW DID THE SAMPLE DO?

PRACTICE ASSESSMENT

Overall, the sample received a two (2) 
star rating on the procurement practices 
measure. There remain many opportunities for 
development in corporations’ procurement 
practices. Resources such as Hispanic ERGs, 
financial assistance programs, and dedicated 
diversity and inclusion procurement teams 
remain underutilized in this area. 

OUTCOMES ASSESMENT

For the quantitative measures, the sample 
group met the criteria for five (5) out of 
five (5) metrics, thereby awarding them an 
additional star for a total of three (3) stars in 
this section.

PRACTICE  + OUTCOMES ASSESSMENTS

RATING GUIDE

HACR uses a five star rating system. Each 
pillar is rated seperately. For each of the four 
pillars there are 5 total possible stars based 
on a composite assesment of practices and 
outcomes.

PRACTICE ASSESSMENT

A maximum of four (4) stars are possible. Stars 
are rewarded based on a percentage achieved 
out of 25 total criteria items that are assessed 
in each pillar.

OUTCOMES ASSESMENT

There is one (1) star possible for the outcome 
assessment. This star is awarded based on a 
company meeting the minimum threshold for 
at least three (3) out of the five (5) quantitative 
criteria items assessed in each pilllar.

MINIMUM 3/5 CRITERIA MET  | 1 POSSIBLE STAR

A composite assessment of practices and 
outcomes determines how many total stars are 
awarded for the overall rating.

60%-69% 70%-79% 80%-89% 90%-100%
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Leverage Hispanic ERGs 
to inform procurement 

opportunities

Have incentives for  
Tier 1 spend with  
diverse suppliers

Provide incentives to  
highest ranking, full-time 
employee responsible for  

supplier diversity

Hold Tier 1 suppliers 
accountable for  

Tier 2 spend

Track suppliers that go  
from bid to award status

Hold Tier 1 suppliers 
accountable for 

reporting spend with 
diverse suppliers

Provide financial assistance to Hispanic suppliers

Have accountability metrics 
to deliver on supplier 

diversity goals

54%46%

74%

76%

49%67%

50%

76%

OPPORTUNITY AREAS
Below are a set of procurement practices where participating companies  

can improve their Hispanic diversity and inclusion outcomes
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PHILANTHROPY
INSIGHTS
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10 Source: Talent Economy
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PHILANTHROPY
CONGRATULATIONS TO THE 
HACR CII 5 STAR COMPANIES

AT&T 

ADP 

Cisco 

Citi 

Comcast NBCUniversal

Ford Motor Company

Humana

Verizon
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SUPPORT NETWORKS  
IN PHILANTHROPY

What did we find? 

There’s a growing body of research tying talent retention to corporations’ commitment, 
partnership, and investment in communities. One study found that high levels of community 
investment also leads to long-term business advantages.13 Developing partnerships with potential 
customers and employees in communities builds goodwill, trust, and brand recognition. The 
evidence notwithstanding, there remain plenty of opportunities to track and evaluate community 
investment by individual demographic groups. Tracking and reporting on foundation give14, in-kind 
give15, and volunteer hours in the Hispanic community16 have changed little over the years.

Building on philanthropic efforts through purposeful goal setting, metrics tracking, and evaluation 
is also important to growing and maintaining employee support networks. For Hispanic ERGs, one 
of the main avenues for leadership development, engagement, and networking is volunteerism, yet 
only 43 percent of companies are currently tracking their Hispanic ERG's volunteer efforts in the 
Hispanic community and even fewer17 track metrics such as dollar value for these efforts. 

  13   Ayer, Steven. 2019. “Profit, Purpose, and Talent: Trends and Motivations in Corporate Giving and Volunteering.” Imagine Canada. Retrieved August 23,  
         2020 (https://www.imaginecanada.ca/en/caring-companies/profit-purpose-talent).

  14   41 percent of 2020 participants tracked and reported their foundation giving to the Hispanic community and Hispanic-led organizations

  15     31 percent of 2020 participants tracked and reported their in-kind contributions to the Hispanic community and Hispanic-led organizations

  16   37 percent of participants tracked and reported their volunteer hours in the Hispanic community

  17   23 percent of participants tracked the dollar value of their volunteer hours in the Hispanic community

FOUNDATION GIVE

2018 2019 2020

49%

42% 41%

31%
24%24%

2018 2019 2020

IN-KIND GIVE VOLUNTEER HOURS

2018 2019 2020

28%
34%

37%
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Track Hispanic ERG  
efforts in the  

Hispanic community

Track dollar value of  
Hispanic ERG  

volunteer hours

At the same time, the key foundational elements for improving measures and network resources for 
company-wide volunteer efforts are in place for most participants. A majority of 2020 participants18  
have a strategic plan for their corporate giving initiatives, 77 percent perform an impact evaluation 
of their initiatives, and 93 percent review them regularly. What’s more, 90 percent of participants 
integrate their corporate giving initiatives with other business units or functions and 86 percent 
actively seek out external collaborations that would support their efforts. 

Similarly, most participants have established a support framework for their volunteer programs. 
Ninety-one percent of participants have a strategic plan for their volunteer program and 94 
percent integrate their volunteer efforts with other business units or functions. For 96 percent 
of participants, volunteer efforts are supported by management, an important element in 
establishing legitimacy among participants and gatekeepers. Finally, 93 percent of participants 
track and acknowledge that their volunteer program promotes employee satisfaction.  

 Have a strategic  
plan for corporate  
giving initiatives

Perform impact  
evaluations of corporate 

 giving initiatives

Review corporate giving 
initiatives regularly

93%

77%

93%

43% 23%

  18  93 percent of participants have a strategic plan for their corporate giving initiatives



Reported volunteer efforts are  
supported by management

Acknowledge that volunteer programs  
promote employee satisfaction

96%

93%
Organizations of all sizes experience challenges in addressing the needs of the Hispanic 
community. The corporate and foundation contributions directed to Hispanic community19 and 
Hispanic-led20 organizations determine what activities and outcomes can be achieved. The total 
average dollars donated to organizations working in the Hispanic community was $9,828,809, 
while the total average dollar amount donated to Hispanic-led organizations was $4,042,266. 
Participants reported a total of 538,096 volunteer hours in the Hispanic community with an 
estimated value21 of $13,683,781.

$9,828,809

$4,042,266

538,096

Total average dollars donated to organizations  
working in the Hispanic community

Total volunteer hours  
in the Hispanic community

Total average dollars donated to  
Hispanic-led organizations

  19   Hispanic Community Organizations are those nonprofit organizations working for the betterment of the Hispanic community but whose mission is not  
         to specifically serve the Hispanic community, i.e. United Way of Greater Miami.

  20   Hispanic-Led Organizations include nonprofit organizations working in the Hispanic community whose mission it is to serve the Hispanic community,  
         i.e. Hispanic Scholarship Fund (HSF).

  21    The dollar value for volunteer hours was calculated using Independent Sector’s annual average dollar value for volunteer hours. At the time of the  
         release of the 2020 Corporate Inclusion Index survey, Independent Sector had not released its 2019 average so the 2018 average of $25.43 was used    
         in all of our 2020 calculations and evaluations.

         Independent Sector. 2019. “Independent Sector Releases New Value of Volunteer Time of $25.43 Per Hour.” Washington, DC: Independent Sector.     
         Retrieved August 24, 2020 (https://independentsector.org/news-post/new-value-volunteer-time-2019/).
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HOW DID THE SAMPLE DO?

PRACTICE ASSESSMENT

Overall, the sample received a two (2) star 
rating on the philanthropy practice measures. 
The key opportunities here continue to be 
tracking and reporting corporate, foundation, 
and in-kind contributions specific to the 
Hispanic community in order to better 
understand where resources are allocated 
and needed. Building on this knowledge will 
allow companies to more effectively mobilize 
support networks in partnership with the 
Hispanic community.

OUTCOMES ASSESMENT

For the quantitative measures, the sample 
group met the criteria for five (5) out of 
five (5) metrics, thereby awarding them an 
additional star for a total of three (3) stars  
in this section.

PRACTICE  + OUTCOMES ASSESSMENTS

60%-69% 70%-79% 80%-89% 90%-100%

RATING GUIDE

HACR uses a five star rating system. Each 
pillar is rated seperately. For each of the four 
pillars there are 5 total possible stars based 
on a composite assesment of practices and 
outcomes.

PRACTICE ASSESSMENT

A maximum of four (4) stars are possible. Stars 
are rewarded based on a percentage achieved 
out of 25 total criteria items that are assessed 
in each pillar.

OUTCOMES ASSESMENT

There is one (1) star possible for the outcome 
assessment. This star is awarded based on a 
company meeting the minimum threshold for 
at least three (3) out of the five (5) quantitative 
criteria items assessed in each pilllar.

MINIMUM 3/5 CRITERIA MET  | 1 POSSIBLE STAR 

A composite assessment of practices and 
outcomes determines how many total stars are 
awarded for the overall rating.
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Track employee-wide 
volunteer hours in the 
Hispanic community

Track Hispanic ERG-led 
volunteer hours in the 
Hispanic community

Track Hispanic-led 
organizations benefiting 

from volunteer hours

Calculate a dollar value 
for volunteer hours with 

Hispanic-led organizations

Calculate a dollar value for 
Hispanic-ERG hours in the 

Hispanic community

Calculate a dollar value 
for volunteer hours in the 

Hispanic community

40%

43%

47% 27%

23%

30%

Report their  
in-kind contributions  

to the Hispanic  
community

Track and 
report corporate 

contributions

30%

67%

OPPORTUNITY AREAS
Below are a set of philanthropy practices where participating companies  

can improve their Hispanic diversity and inclusion outcomes
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GOVERNANCE 
INSIGHTS
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GOVERNANCE
CONGRATULATIONS TO THE 
HACR CII 5 STAR COMPANIES

Bank of America

BMO Harris Bank 

BP 

Chevron 

Cigna 

Comcast NBCUniversal 

Comerica Bank 

Ecolab Inc. 

Edison International 

HP Inc.

HSBC 

Intel 

Johnson & Johnson 

JPMorgan Chase & Co. 

Marriott International, Inc. 

MetLife, Inc 

Nielsen 

PepsiCo 

Pfizer

Procter & Gamble

Raytheon Technologies

Sodexo

Target

US Tennis Association

Visa Inc.

Walmart Inc.

The Walt Disney Company

Wells Fargo & Company
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What did we find? 

The strength of organizational support networks, or lack thereof, is most evident in an 
organization’s leadership demographics. The 2019 HACR STEM report identified the “leaky 
pipeline” as a major factor in keeping diverse talent out of STEM positions. The report identified 
the lack of role models as one of the main contributors to the leaky pipeline in STEM. Employees 
of all races and genders have indicated that sharing characteristics with supervisors and leaders 
are prerequisite to entering their social networks.22 Without representation and access to these 
networks, Hispanic employees in STEM occupations could not see themselves as leaders in 
their organizations. The same challenges apply to the advancement opportunities of diverse 
candidates in all industries. Without the resources provided by support programs and efforts 
such as internships, mentorship, sponsorship, and succession planning, fewer and fewer diverse 
candidates will remain for consideration for open leadership positions.

Having diverse, accessible leaders at all levels of a company’s leadership is a critical component 
to increasing the availability of these programs as well as the number of employees participating 
in them. In the 2020 HACR Empow(h)er™ Report, nearly half of respondents reported not 
participating in their company's formal mentorship and sponsorship programs. Of those that 
said they did not participate, many identified either not knowing about these programs or the 
programs not being offered at their level as reasons for not participating.23 Diverse leaders can 
serve as advocates for the implementation of these programs with their peers or along other 
nodes of their support networks (ERGs, direct reports, volunteer groups, etc.).

This year, the average representation of Hispanics on corporate boards is seven percent; just 
slightly down from the eight percent reported in the 2019 HACR CII Report. For context, the 
average board size is about 12 board members. A seven (7) percent representation average 
means that Hispanics hold just .84 board seats on the average-sized board. This translates to 
even fewer seats among Latinas as they only hold an average of two (2) percent of all board seats. 
Among corporate executives, Hispanics represent four percent with Latinas representing a little 
over a quarter of that share at 1.21 percent. Hispanic representation at the various reporting 
levels from the CEO were reported as follows:

 

SUPPORT NETWORKS  
IN GOVERNANCE

  22   Cianni, Mary & Romberger, Beverly. 1997. “Life in the Corporation: A multi-Method Study of the Experiences of Male and Female Asian, Black, Hispanic  
          and White Employees.” Gender, Work & Organization 4(2):116-27. doi: 10.1111/1468-0432.00028.

 23   Garcia, Ph.D., Lisette, and Alida Minkel. 2020. Empow(h)er™: Understanding Workplace Barriers for Latinas. Washington, DC: Hispanic  
          Association on Corporate Responsibility.     
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LEADERSHIP PIPELINE &
HISPANIC REPRESENTATION

• Class A: Direct reports  
   to the CEO 

Among 2020 CII 
participants, Hispanics 
hold on average 
less than 1 seat on 
corporate boards

5%

7%

6%

• Class B: Two reporting  
  levels from the CEO

• Class C: Three reporting  
   levels from the CEO   
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While strengthening internal network resources would go a long way to increase Hispanic 
representation in these areas, changes to talent acquisition practices can also have a significant 
impact on representation. Ninety-four percent of this year’s participants reported using external 
recruiters for filling open executive and/or board positions while 87 percent reported requiring 
these recruiters to present diverse slates for these positions. These are both important practices in 
diversifying the kinds of candidates that are considered for open positions as they address biases 
affecting hiring and recruitment practices.

Board 
seats held 
by Latinas

Use external 
recruiters for filling 
open executive and/
or board positions

Require internal 
recruiters to present 
diverse slates for 
executive and/or 
board positions

Latina 
executives 

Have no Latinas 
on their board 

The global focus on the COVID-19 pandemic and racial equity have brought to the forefront the 
many disparities that continue to affect the Hispanic community. They have also presented all 
stakeholders across all industries in Corporate America with the opportunity to choose the kind of 
world they would want to see, work, and live in post 2020. The future may be unclear, but what is 
certain is that Corporate America will need diverse leadership to help see it through these times. 

94% 87%

80%

2% 1%
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HOW DID THE SAMPLE DO?

PRACTICE ASSESSMENT

Overall, the sample received a three (3) star 
rating on the governance practices measures. 
A measure of accountability is also important 
in helping organizations become more diverse, 
successful organizations. One way to include 
accountability for diversity goals is to include 
them and their associated metrics as part of 
executive performance reviews. This year, 67 
percent of companies reported having both 
diversity goals and metrics as part of their 
executive review process. 

OUTCOMES ASSESMENT

For the quantitative measures, the sample 
group met the criteria for all five (5) metrics, 
thereby awarding them an additional star for  
a total of four (4) stars in this section.

PRACTICE  + OUTCOMES ASSESSMENTS

60%-69% 70%-79% 80%-89% 90%-100%

RATING GUIDE

HACR uses a five star rating system. Each 
pillar is rated seperately. For each of the four 
pillars there are 5 total possible stars based 
on a composite assesment of practices and 
outcomes.

PRACTICE ASSESSMENT

A maximum of four (4) stars are possible. Stars 
are rewarded based on a percentage achieved 
out of 25 total criteria items that are assessed 
in each pillar.

OUTCOMES ASSESMENT

There is one (1) star possible for the outcome 
assessment. This star is awarded based on a 
company meeting the minimum threshold for 
at least three (3) out of the five (5) quantitative 
criteria items assessed in each pilllar.

MINIMUM 3/5 CRITERIA MET  | 1 POSSIBLE STAR  

A composite assessment of practices and 
outcomes determines how many total stars are 
awarded for the overall rating.
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Required external recruiters to  
present diverse slates for board  

and/or executive openings

Reported diversity goals and 
metrics are part of executive  

performance reviews 

Have accountability metrics  
to deliver on diversity  

goals for Hispanics

D&I Executive has a  
“dotted-line” or direct reporting  

relationship with the CEO

77% 74%

83%69%

OPPORTUNITY AREAS
Below are a set of governance practices where participating companies  

can improve their Hispanic diversity and inclusion outcomes
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CONCLUSION
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EMPLOYMENT

Support networks facilitate contact between interns, employees, and leaders throughout the 
organizational pipeline. They are also important sources of information for decision makers on 
such matters as where recruitment gaps and retention issues, yet they are not being used to their 
full potential by companies. Only 31 percent of companies currently have goals and metrics for 
their mentorship, sponsorship, and succession planning programs. Having goals and metrics for 
these and other support network initiatives are important in evaluating effectiveness. As we move 
toward recovery, effective support network strategies will be an essential tool in recouping and 
strengthening the talent pipelines that have been affected by the events of 2020. 

Have goals and metrics for 
their mentorship, sponsorship, 
and succession planning 
programs

77%



PROCUREMENT

This year we reported that, on average, Hispanic suppliers represent less than one (1)  
percent (.83 percent) of all suppliers at companies. This is a fact that will likely not 
change until support networks for suppliers are implemented and strengthened. We are 
continuing to find little in the way of support for Hispanic suppliers to successfully establish 
relationships with major corporations. While 91 percent of companies reported having a 
strategic plan for supplier diversity, 49 percent of participants track suppliers that go from 
bid to award status and 73 percent track and report Hispanic supplier spend. Without better 
procurement metrics, companies will be unable to determine where there are weaknesses in 
their supplier support networks.

Track suppliers 
that go from bid  
to award status 

49%



PHILANTHROPY

A change in how the Hispanic community is viewed is starting to take hold across Corporate 
America. A growing number of companies are seeing the Hispanic community as a network of 
active stakeholders and partners in their activities and their philanthropic contributions as an 
investment in the community. As with any other investment, the more you know, the more you 
can do to improve performance. This is an area where the numbers likely do not reflect the true 
value of the contributions Corporate America is making to the Hispanic community. The main 
reason for this is companies’ inability to track giving and volunteerism at the community level. 
This year only 67 percent of companies tracked their total and Hispanic corporate contributions 
and only 37 percent tracked their total and Hispanic community volunteer hours. As an active 
network of stakeholders, the contributions and activities of companies in the community should 
be tracked and leveraged in order to improve their work and partnerships. 

Track total and  
Hispanic community 
volunteer hours 

37%



GOVERNANCE

For several years HACR has made the case that diversity and inclusion (D&I) should be considered 
business objectives. As such, corporate leaders are among the most important stakeholders at 
companies in helping to drive and direct D&I strategy. Despite their importance in shaping D&I 
for Hispanics, we are still finding that Hispanic representation among board members (7 percent), 
executives (4 percent), and exempt employees (8 percent) have all been slightly decreasing over 
the years. Addressing diversity and inclusion issues across every all areas of the business requires 
the input of diverse leaders that are able to bring “outside the box” ideas rooted in personal 
experience and understanding. Companies that build their current support networks to develop 
Hispanic talent take on these leadership positions will reap the benefit of leveraging the talent, 
knowledge, and experience of these leaders to expand their business into one of the fastest 
growing markets in the country.  

Representation of  
Hispanic executives  
in Corporate America

4%
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Connect With Us On
LinkedIn

HISPANIC ASSOCIATION ON
CORPORATE RESPONSIBILITY

HACR
HISPANIC ASSOCIATION ON 
CORPORATE RESPONSIBILITY

https://www.linkedin.com/company/hisapanic-association-on-corporate-responsibility
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On behalf of the HACR Board of Directors, we would like to acknowledge and extend a special 
thank you to the following for their support of the 2020 HACR Corporate Inclusion Index report. 

Eric Lopez, director of corporate accountability at HACR, Alida Minkel, data analytics 
manager at HACR, and Roxana Vergara, principle at V Consulting, who served as project 
directors on the 2020 HACR Corporate Inclusion Index. Together they co-led the data collection, 
compilation, analysis, and result findings for the 2020 report.

Briana Carroll, senior graphic designer at HACR, who provided all creative services for the 2020  
HACR Corporate Inclusion Index report.

Dr. Lisette Garcia, director of the HACR Research Institute & COO of HACR for her support and 
guidance throughout the data collection and report finalization process.  

Lastly, we would like to thank the companies who took the time to respond to our request for 
data and the HACR staff for their thoughtful review of the report. 

ERIC  
LOPEZ 
Director of Corporate 
Accountability, HACR 

ALIDA 
MINKEL 
Data Analytics 
Manager, HACR 

BRIANA  
CARROLL 
Senior Graphic  
Designer, HACR

ROXANA  
VERGARA 
Principle,  
V Consulting

THANK YOU!   GRACIAS!
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