
Washington - While the COVID-19 pandemic and the 
systematic failure to address racism have exposed 
disparities in economic opportunity and treatment under 
the law, they have also exposed vulnerabilities in our 
economy and forever altered investor’s perspectives on 
these issues as well. Many have called for stronger action to 
address systemic risks like inequality and racism but few 
have the history and expertise Calvert has engaging with 
companies and contributing to investor standards 
addressing these issues.

Since the early 1990s, we have engaged with companies, which includes filing 
over 120 shareholder resolutions, to improve diversity policies, measurement, 
and disclosure. When we started, it was unusual for women or people of color 
to serve on boards of directors of public companies, and few companies made 
efforts to improve the diversity of their workforce. Today, while progress 
remains insufficient, most companies now acknowledge the importance of 
diversity both in leadership and throughout their workforces.  

The added pressure today from investors and customers for meaningful 
corporate action provides an opportunity to accelerate diversity and inclusion 
practices that have long been proven to have a material impact on corporate 
performance as well.
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Building blocks of diversity engagement

Calvert’s engagement builds from a foundation of 
governance and disclosure. The dialogues we have with 
companies help to provide a deeper insight about how 
diverse and inclusive workforces can contribute to 
corporate performance. For example, 2019 research by 
Yijia Chen, ESG quantitative research analyst at Calvert, 
demonstrated that at large-cap companies, boards of 
directors with at least four women outperformed those 
with fewer women, while at small-cap companies having 
two female board members was associated with 
outperformance. A second Calvert report, “Evaluating the 
Glass Ceiling,” showed this finding matches up with a 
broad group of independent studies that consistently 
found that companies with diverse leadership teams tend 
to outperform the market as a whole. By adding additional 
women and minorities to their boards, companies have the 
opportunity to enhance their financial performance. 

A successful engagement strategy utilizes a variety of 
approaches from improving disclosure to investors to 
establishing new diversity and inclusion policies or 
programs if they do not already exist. Disclosure provides 
a baseline to assess progress over time, helps to surface 
risks, and can serve as an accountability mechanism for 
corporate stakeholders.  As an example, Calvert’s 2019 
diversity initiative focused on companies lacking 
representation of women and people of color at the board 
and senior executive level for engagement.  As part of 
that campaign, we reached out to 37 companies, asking 
them to explain their efforts to improve their ability to 
attract, retain, and promote talented and qualified women 
and people of color at all professional levels, especially at 
the senior executive and board levels.  

Several companies failed to respond to our letter, even 
after several attempts to reach them.  We filed 
shareholder proposals during the 2020 proxy season at 
six of these companies considered to be at highest risk.  
The resolution asked each company to report on the 
steps it was taking to enhance board diversity, including 
adding a commitment to diversity in its governance 
documents, including women and people of color in each 
candidate pool for board and senior leadership, and 
disclosing the racial, ethnic and gender composition of 
the board in its annual proxy statements.  In each case, 
we had an extensive extended engagement with each 
company, leading to full withdrawals of all resolutions. 

A key result of these engagements was increased learning 
on both sides. We found that all of the companies we 
contacted agreed that diversity was important to 
corporate leadership. However, they differed widely in 
their policies and practices. In some cases, companies 
were taking substantial steps to improve diversity but not 
reporting these steps to shareholders. 

However, in other cases, we pointed out inconsistencies 
between companies’ commitment to diversity and their 
actual practices. For example, one company highlighted 
specific diverse individuals that had been promoted but 
had few policies and practices in place to create 
opportunities across the firm.  Another claimed to be 
unable to find diverse candidates despite operating in a 
location with a high proportion of people of color. A third 
company had a policy of hiring based upon employee 
referrals, a process that may exclude talented people, 
especially people of color, who fell outside the networks 
of current employees. 

In each case, the solution was to build awareness of the 
shortcomings of current approaches, to strengthen 
internal advocates within the company to promote 
diversity as a priority, and to ask for adoption of 
substantial policies as a condition of the withdrawal of the 
proposal.  To date, two companies have added diverse 
board members and more have committed to give serious 
consideration to diversity the next time they add or 
replace a board member. 

We also utilize our proxy votes to push for positive 
change. Over the past five years, we voted in support of 
60% shareholder proposals related to approving or 
amending diversity and/or EEO policies, adopting or 
amending a board diversity policy and creating a board 
diversity report. We support well-crafted shareholder 
proposals when there is sound, supporting rationale. 
Additionally, during the past five proxy seasons, we have 
voted against either full boards or members of the 
nominating and corporate governance committees, 
equating to almost 37,000 director nominees (29%), for a 
lack of diversity of the board. Calvert supports director 
nominees on a nominating and corporate governance 
committee when a company’s board of directors reflects 
at least one woman, one person of color and, collectively, 
equals 30% or more.  

In 2019-2020, we identified the following proposals as 
relevant to issues of racial inequality, and Calvert has 
voted 100% in support of each of these proposals, against 
management. Sadly, few of these proposals attracted 
majority shareholder support.
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Source: ISS. For complete list of all Calvert Proxy Votes, visit https://www.calvert.com/Proxy-Voting.php

Select Proxy Votes 2019-2020

Company Name
Meeting 
Date Proposal Text

Management 
Recommendation

Vote 
Instruction

Votes for 
(overall  
counted votes)

Votes against 
(overall  
counted votes)

Resolution 
Passed

Alphabet Inc.  03-Jun-20 Report on Gender/Racial Pay Gap Against For 4.9 95.1 No

Amazon.com, Inc.  27-May-20 Report on Reducing Environmental and 
Health Harms to Communities of Color

Against For 32.1 67.9 No

Amazon.com, Inc.  27-May-20 Report on Global Median Gender/
Racial Pay Gap

Against For 15.3 84.7 No

Amazon.com, Inc.  27-May-20 Report on Promotion Velocity Against For 32 68 No

Amazon.com, Inc.  27-May-20 Report on Potential Human  
Rights Impacts of Customers' 
Use of Rekognition

Against For 34.9 65.1 No

Amazon.com, Inc.  27-May-20 Report on Products Promoting Hate 
Speech and Sales of Offensive Products

Against For 12.2 87.8 No

American 
Express 
Company

 05-May-20 Report on Gender/Racial Pay Gap Against For 8.6 91.4 No

Arthur J. 
Gallagher & Co.

 12-May-20 Adopt a Policy on Board Diversity Against For 24.4 75.6 No

Berkshire 
Hathaway Inc.

 02-May-20 Adopt a Policy on Board Diversity Against For 12.3 87.7 No

CorVel 
Corporation

 08-Aug-19 Report on Equal Employment 
Opportunity Policy

Against For 37.4 62.6 No

Expeditors 
International of 
Washington, Inc.

 05-May-20 Adopt a Policy on Board Diversity Against For 52.9 47.1 Yes

Facebook, Inc.  27-May-20 Report on Median Gender/Racial Pay 
Gap

Against For 7.2 92.8 No

Facebook, Inc.  27-May-20 Report on Civil and Human Rights Risk 
Assessment

Against For 8.6 91.4 No

Fastenal 
Company

 25-Apr-20 Prepare Employment Diversity Report Against For 61.1 38.9 Yes

Genuine Parts 
Company

 27-Apr-20 Report on EEO Against For 79.1 20.9 Yes

Intel Corporation  14-May-20 Report on Global Median Gender/
Racial Pay Gap

Against For 9 91 No

IPG Photonics 
Corporation

 28-May-20 Report on Management Team Diversity Against For 44.9 55.1 No

JPMorgan Chase 
& Co.

 19-May-20 Report on Gender/Racial Pay Gap Against For 9.9 90.1 No

Marriott 
International, Inc.

 08-May-20 Prepare Employment Diversity Report Against For 30.8 69.2 No

National 
HealthCare 
Corporation

 07-May-20 Report on Plans to Increase Board 
Diversity

Against For 59.2 40.8 Yes

Northrop 
Grumman 
Corporation

 20-May-20 Report on Human Rights Impact 
Assessment

Against For 24.2 75.8 No

O'Reilly 
Automotive, Inc.*

 14-May-20 Report on Material Human Capital 
Risks

Against For - - Yes

The Charles 
Schwab 
Corporation

 12-May-20 Adopt Policy to Annually Disclose 
EEO-1 Data

Against For 13.2 86.8 No

The Home 
Depot, Inc.

 21-May-20 Prepare Employment Diversity Report 
and Report on Diversity Policies

Against For 26.4 73.6 No

3  |  Issue brief  |  The COVID-19 pandemic and the demand for racial justice  |  July 2020



An enduring priority

Calvert’s engagement activity during the past five years 
prioritized issues related to board, senior leadership, and 
general workforce diversity.  Our rationale and objective 
from an investor and business perspective is that 
companies that reflect diversity throughout all levels of 
the company – from the mailroom to the boardroom – 
and that established inclusive cultures are better 
managed, have stronger, more effective governance and, 
therefore, yield stronger financial performance. Of course, 
Calvert also conducts engagement in order to create the 
social benefits created by responsible corporate actors.

Calvert has engaged 273 companies on diversity matters 
during the past five years, including more focused 
dialogues with 34 companies, 15 of which included filing 
of shareholder proposals. Ten new board members joined 
the companies we engaged, seven of whom are women 
and four who are people of color. Other firms have 
established diversity councils, hired a chief diversity 
officer, enhanced diversity disclosure and/or 
strengthened their commitments to diversity.

Our partnerships

Calvert has partnered with a number of organizations in 
our fight for racial justice. We have a long-standing 
relationship with the Thirty Percent Coalition, a coalition 
of asset managers and owners dedicated to increasing 
gender, racial, and ethnic diversity in corporate 
boardrooms across the US. Additionally, Calvert recently 
partnered with a newly established organization, Racial 
Justice Investing Coalition, which is comprised of a group 
of investors that are committed to action and 
accountability to achieve racial equity. Calvert is also a 
longtime member of Interfaith Center on Corporate 
Responsibility, a faith-based organization that is 
dedicated to fostering a more just and sustainable world 
by integrating social values into corporate and investor 
actions. Similarly, Eaton Vance, Calvert’s parent company, 
has publicly displayed its commitment to diversity and 
inclusion by joining the CEO Action on Diversity and 
Inclusion, a pledge made by more than 1,000 CEOs of the 
world’s leading companies and business organizations to 
advance diversity and inclusion within the workplace. 
Calvert believes by uniting with these and other 
organizations, our efforts in fighting for racial justice are 
amplified in fostering change.  

Spotlight: Financial services

During the last several years, our work on diversity 
included a focus on banks and insurers, which play such 
an important role in providing capital and financial 
security to underserved communities. Banks that work to 
invest in communities can improve economic outcomes 
and address longstanding disparities in opportunities that 
black people and other people of color face.  This work is 
more likely to be successful if bank leadership reflect the 
demographic makeup of the communities in which the 
financial firms operate. Of course, our focus on these 
companies also reflects the financial materiality of 
diversity and broader workplace practices to companies 
in these sectors. 

While engaging with companies like IberiaBank, Investors 
Bancorp and United Bankshares, Calvert contributed to 
the formalization of programs that drive diversity 
performance improvements from hiring and recruitment, 
to training and development, up to greater representation 
in the C-suite. Our dialogue with companies has helped us 
to understand and then improve diversity statistics, which 
are an important accountability mechanism, but we have 
also learned that an inclusive and open culture where all 
perspectives and contributions are valued is an essential 
ingredient for progress. In fact, McKinsey found in recent 
reports that companies in the top quartile for racial/
ethnic diversity and gender diversity are 35% and 15% 
more likely to have returns above their national industry 
medians. The opposite is true for companies in the 
bottom quartile. Furthermore, Deloitte found that when a 
company has a workplace with diversity and an inclusive 
environment (where the company is strongly committed 
to diversity and all employees feel included), inclusive 
teams outperform their peers by 80% in team-based 
assessments.¹ Findings such as this validate the 
importance of an ongoing corporate commitment to 
diversity and inclusion, and reinforce Calvert’s 
commitment to continue to engage with companies 
across this sector as we strive for broader and greater 
equality at all levels of such corporations. 

¹McKinsey & Company, Delivering Through Diversity, January 2018; and McKinsey & Company Diversity Matters, February 2015
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What we’re doing now

In light of growing societal expectations that companies 
will address racial inequities, many companies have made 
statements and taken actions to demonstrate a 
commitment to equality.  

In our engagements with companies, we expect 
companies to disclose how they incorporate diversity into 
all phases of governance, strategy and business planning 
and eliminate business practices that directly or indirectly 
support or perpetuate racism. 

Additionally, despite their commitments to inclusion, most 
companies fail to publish complete diversity statistics 
sufficient to allow investors to hold them accountable for 
results. Calvert will forcefully call on companies to be fully 
transparent about their diversity records.

Specifically, we expect each company to:

	� Fully disclose its EEO-1 report, which details the 
company’s employment broken down by race, gender at 
each professional level for its U.S. workforce, and a 
report on pay equity by race and gender

	� Set concrete, targeted goals that address diversity 
deficiencies

	�Define diversity, inclusive of gender, race, and ethnicity, 
and include said definition in the board charter 
documents;

	�Commit to including a least one woman and one person 
of color in its pool of candidates for vacant board seats 
and executive positions

	�Disclose its ongoing efforts to develop, maintain, and 
strengthen a pipeline of talent for underserved 
populations – from the classroom to the boardroom and

	� Incentivize the company’s named executive officers to 
achieve the company’s diversity and inclusion goals by 
linking their diversity performance to their executive 
compensation.

About Risk
An imbalance in supply and demand in the income market may result in valuation uncertainties and greater volatility, less liquidity, 
widening credit spreads and a lack of price transparency in the market. Investments in income securities may be affected by changes in the 
creditworthiness of the issuer and are subject to the risk of non-payment of principal and interest. The value of income securities also may 
decline because of real or perceived concerns about the issuer’s ability to make principal and interest payments. As interest rates rise, the 
value of certain income investments is likely to decline. Investments involving higher risk do not necessarily mean higher return potential. 
Diversification cannot ensure a profit or eliminate the risk of loss. Debt securities are subject to risks that the issuer will not meet its payment 
obligations. Low rated or equivalent unrated debt securities of the type in which a strategy will invest generally offer a higher return than 
higher rated debt securities, but also are subject to greater risks that the issuer will default. Unrated bonds are generally regarded as being 
speculative. In emerging market countries, the risks may be more significant in regards to sensitivity to stock market volatility, adverse market, 
economic, political, regulatory, geopolitical and other conditions. 

Important Additional Information and Disclosures
Source of all data: Eaton Vance, as at May 14, 2020, unless otherwise specified. 
This material is presented for informational and illustrative purposes only. This material should not be construed as investment advice, a 
recommendation to purchase or sell specific securities, or to adopt any particular investment strategy; it has been prepared on the basis of 
publicly available information, internally developed data and other third-party sources believed to be reliable. However, no assurances are 
provided regarding the reliability of such information and Eaton Vance has not sought to independently verify information taken from public 
and third-party sources. Investment views, opinions, and/or analysis expressed constitute judgments as of the date of this material and are 
subject to change at any time without notice. Different views may be expressed based on different investment styles, objectives, opinions or 
philosophies. This material may contain statements that are not historical facts, referred to as forward-looking statements. Future results may 
differ significantly from those stated in forward-looking statements, depending on factors such as changes in securities or financial markets or 
general economic conditions. 
This material is for the benefit of persons whom Eaton Vance reasonably believes it is permitted to communicate to and should not be 
forwarded to any other person without the consent of Eaton Vance. It is not addressed to any other person and may not be used by them for 
any purpose whatsoever. It expresses no views as to the suitability of the investments described herein to the individual circumstances of any 
recipient or otherwise. It is the responsibility of every person reading this document to satisfy himself as to the full observance of the laws of 
any relevant country, including obtaining any governmental or other consent which may be required or observing any other formality which 
needs to be observed in that country. Unless otherwise stated, returns and market values contained herein are presented in US Dollars.
In the United Kingdom, this material is issued by Eaton Vance Management (International) Limited (“EVMI”), 125 Old Broad Street, London, 
EC2N 1AR, UK, and is authorised and regulated by the Financial Conduct Authority. EVMI markets the services of the following strategic 
affiliates: Parametric Portfolio Associates® LLC (“PPA”), an investment advisor registered with the SEC. Hexavest Inc. (“Hexavest”) is an 
investment advisor based in Montreal, Canada and registered with the SEC in the United States, and has a strategic partnership with Eaton 
Vance, and Calvert Research and Management (“CRM”) is an investment advisor registered with the SEC. This material is issued by EVMI and is 
for Professional Clients/Accredited Investors only. 
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This material does not constitute an offer to sell or the solicitation of an offer to buy any services referred to expressly or impliedly in the 
material in the People’s Republic of China (excluding Hong Kong, Macau and Taiwan, the “PRC”) to any person to whom it is unlawful to make 
the offer or solicitation in the PRC.
The material may not be provided, sold, distributed or delivered, or provided or sold or distributed or delivered to any person for forwarding or 
resale or redelivery, in any such case directly or indirectly, in the People’s Republic of China (the PRC, excluding Hong Kong, Macau and Taiwan) 
in contravention of any applicable laws.
Eaton Vance Asia Pacific Ltd. is a company incorporated in the Cayman Islands with its Japan branch registered as a financial instruments 
business operator in Japan (Registration Number: Director General of the Kanto Local Finance Bureau (Kinsho) No. 3068) and conducting 
the Investment Advisory and Agency Business as defined in Article 28(3) of the Financial Instruments and Exchange Act (as amended) 
(“FIEA”).  Eaton Vance Asia Pacific Ltd. is acting as an intermediary to promote asset management capabilities of Eaton Vance Management 
(International) Limited and other Eaton Vance group affiliates to registered financial instruments business operators conducting the Investment 
Management Business, as defined in the FIEA. Eaton Vance Asia Pacific Ltd. is a member of JIAA Japan with registration number 01202838.
In Singapore, Eaton Vance Management International (Asia) Pte. Ltd. (“EVMIA”) holds a Capital Markets Licence under the Securities and 
Futures Act of Singapore (“SFA”) to conduct, among others, fund management, is an exempt Financial Adviser pursuant to the Financial 
Adviser Act Section 23(1)(d) and is regulated by the Monetary Authority of Singapore (“MAS”). Eaton Vance Management, Eaton Vance 
Management (International) Limited and Parametric Portfolio Associates® LLC holds an exemption under Paragraph 9, 3rd Schedule to the SFA 
in Singapore to conduct fund management activities under an arrangement with EVMIA and subject to certain conditions. None of the other 
Eaton Vance group entities or affiliates holds any licences, approvals or authorisations in Singapore to conduct any regulated or licensable 
activities and nothing in this material shall constitute or be construed as these entities or affiliates holding themselves out to be licensed, 
approved, authorised or regulated in Singapore, or offering or marketing their services or products.
In Australia, EVMI is exempt from the requirement to hold an Australian financial services license under the Corporations Act in respect of the 
provision of financial services to wholesale clients as defined in the Corporations Act 2001 (Cth) and as per the ASIC Corporations (Repeal and 
Transitional) Instrument 2016/396. 
In Ireland, Eaton Vance Global Advisors Ltd (“EVGA”) is registered in the Republic of Ireland with Registered Office at 70 Sir John Rogerson’s 
Quay, Dublin 2, Ireland. EVGA is regulated by the Central Bank of Ireland with Company Number: 224763.
In Germany, Eaton Vance Global Advisors Limited, Deutschland (“EVGAD”) is a branch office of Eaton Vance Global Advisors Limited (“EVGA”). 
EVGAD has been approved as a branch of EVGA by BaFin.
EVMI is registered as a Discretionary Investment Manager in South Korea pursuant to Article 18 of Financial Investment Services and Capital 
Markets Act of South Korea.
EVMI utilises a third-party organisation in the Middle East, Wise Capital (Middle East) Limited (“Wise Capital”), to promote the investment 
capabilities of Eaton Vance to institutional investors. For these services, Wise Capital is paid a fee based upon the assets that Eaton Vance 
provides investment advice to following these introductions.
Eaton Vance Distributors, Inc. (“EVD”), Two International Place, Boston, MA 02110, (800) 225-6265. Member of FINRA/ SIPC. 
Eaton Vance Investment Counsel. Two International Place, Boston, MA 02110. Eaton Vance Investment Counsel is a wholly-owned subsidiary of 
EVC and is registered with the SEC as an investment adviser under the Advisers Act. 

Investing entails risks and there can be no assurance that Eaton Vance, or its affiliates, will achieve profits or avoid incurring losses. It is 
not possible to invest directly in an index. Past performance is not a reliable indicator of future results.
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