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D&I Vision  
Our vision is to foster an inclusive 
culture where all associates feel 
like they are being heard, where 
our leaders and teams reflect the 
diversity of the changing workforce 
and our customers, and where  
we value the power of differences 
to drive innovation and business 
success for Goodyear.
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The ‘Know Different’ campaign is designed 
to encourage discussion, reflection,  
and thoughtful action by all Goodyear 
associates, featuring a tagline that will  
be used for education and development 
workshops, events, campaigns and other 
D&I programs. 

‘Know Different’ is more of an evolving 
journey than a destination with its  
unexpected play on words. The campaign 
presents our global strategy as an  
opportunity to have conversations  
and learn from each other versus being 
uncomfortable and, therefore, not saying 
anything. Learn about one another by 
asking, listening, discovering and  
accepting. It is okay to be different! 

In fact, did you know there are important 
differences between ‘Know Different’ and 
‘Know Different?’ ‘Know Different’ is about 
being treated equally, while ‘Know Different’ 
is about knowledge and education.

Just as differences in humans are neither 
right nor wrong, the two taglines reflect 
this philosophy. For example:

Overall, ‘Know Different’ was thoughtfully 
designed to support Goodyear’s long-term 
goals for a collaborative diversity and inclu-
sion strategy by presenting an opportunity 
for associates – as individuals and as 
members of a team - to start thoughtful 
dialogue and grow our own awareness.

IT IS OKAY TO 
BE DIFFERENT

Know Different:

  People

   Diversity

  Differences in Ideas

Know Different:

  Policies/Processes

  Inclusion

   Ideas Lead to Innovation

Know  
Different
As a global organization,  
Goodyear is a collective of distinct 
individuals that have unique backgrounds, 
experiences, personalities and perspectives that 
shape the way we interact with others and conduct business.  
When we work together as one team, our differences and an  
open mind to including everyone, become our strength. 
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They can promote diversity and inclusion 
by providing opportunities to attract 
talent with our employer branding. Our 
vision is to have ERG members who  
are empowered and inspired to drive 
incremental value to the D&I strategy 
and the Goodyear Strategy Roadmap. 

ERGs are voluntary led groups that 
serve as a resource for members by

• Providing opportunities to learn

• Connecting with people different or 
similar to ourselves

• Hearing from underrepresented  
voices and understand where we  
might need to drive change

• Building skills

• Growing networks

• Getting involved in the community

Currently, Goodyear boasts 32 global 
ERG chapters, representing more than 
3,300 global associates, that provide 
visibility to opportunities, mentoring, 
professional development, networking 
and community impact.

Rich Kramer, Chairman & CEO 
“By encouraging and valuing different experiences 
and perspectives, each of us is positioning 
Goodyear for success. When our associates 
feel valued, seen and heard, Goodyear gains 
valuable new ideas, inspires innovation and 
makes better decisions as a company.”

ERG Landscape at Goodyear
Goodyear’s Employee Resource Groups (ERGs) 
can help to identify and develop internal  
leaders. They can lead to higher associate 
retention rates. They can educate employees, 
including senior leadership, through  
internal events, panels and more. 

ERG CHAPTERS 
WORLDWIDE

GLOBAL  
ASSOCIATES 

32

3,300
MORE THAN 

In the last two years, our ERGs have achieved 4,700 community outreach hours, 
hosted more than 35 events and sponsored nearly 30 professional development 
opportunities for members. As we look to build allies and capabilities, and raise the 
level of maturity of our ERG’s, we focus on the ABCs:

Associates:
• Personal & Career Development
• Mentoring & Reverse Opportunities
• Safe Space/Belonging
• Voice of Minority Associates

Business:
• Cultural Competency
• Innovative Products & Service Ideas
• Segmentation Opportunities
• Voice of Customer Data
• Talent Acquisition/Referrals  

& Employer Branding 
• Source for Talent Pipeline
• Process Change Opportunities

Community:
• Community Engagement Strategy
• Product Branding
• Employer Branding

There are more than 20 senior leaders 
across our organization who support 
our ERGs as executive sponsors. 

If interested in becoming a member, please 
reach out to the Global Office of D&I: 
diversityandinclusion@goodyear.com 
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From January to December, there are 
many D&I-themed observances that 
relate back to our ERGs. These events 
have a significant impact on our associates 
and our company, fostering cultural 
education, while helping to develop  
our knowledge of each other to drive 
connections. These observances include 
Black History Month, International 
Women’s Day, Women’s History Month, 
Pride Month, Eid Al Fitre, Mental Health 
Awareness Month, Veterans Day, Hispanic 
Heritage Month, and many more. These 
activities play a large role in honoring 
and celebrating the diversity within the 
company, ensuring that associates feel 
they belong at Goodyear. 

Global ERG Events 
Many of Goodyear’s ERGs have a global 
footprint with various chapters situated 
around the world. This allows for  
collaboration and cross-functional 
teamwork that results in events and 
activities for all Goodyear associates. 
The global ERGs share the same focus, 
as their activities are measured by  
the positive impact they have on our 
associates, business, and communities. 

Our global ERGs also provide dozens of 
hours of professional development for 
our associates each year, which have 
traditionally included in-person, virtual 
or multi-day sessions. These offerings 
are typically highly attended, as they 
feature both internal and external speak-
ers on topics such as leading virtually, 
navigating your IDP, networking from 
home, digital mindfulness, understanding 
tire technology, and data analytics, as 
well as various leadership spotlights. 
Many of the ERGs also host mentoring 
circles, which pair their members with 
senior leaders throughout the company, 
so that they can gain valuable insight 
into navigating their careers. 

D&I and our ERGs are firmly embedded  
in the Inspiring Culture pillar of our  
corporate responsibility efforts, which 
strive to provide our associates with  
a healthy and inclusive workplace.  
This work is viewed as a business  
imperative, as this message continues 
to be spread across the organization. 
For example, a worksite in Chile recently 
hosted their own “D&I Week” to highlight 
their strategy for cultural change. 

CELEBRATING
THE DIVERSITY
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This year, efforts include serving  
communities who faced job losses during 
COVID-19, helping repair shelters for  
homeless veterans, providing aid for  
refugee families, and collecting clothing in 
support of the LGBTQ community. A great 
deal of the ERGs impact is felt in our local 
schools, where we support STEM career 
fairs, provide much needed school supplies, 
assist with tutoring, and volunteer to read  
to children to grow their love of reading. 

In Asia Pacific, our ERGs supported an office renovation  
project in Shanghai, helping to better fit associates  
with workspaces that meet their needs. In the U.S., the  
discussions that our ERGs had with leadership helped  
to create an immigration center of  
excellence, which will assist in the  
proper handling of visa and immigration 
related issues. 

Finally, one of the most important ways our 
ERGs provide value is through community 
impact. Members, allies and volunteers 
commit countless hours every year toward 
volunteering in the areas that they work  
and live. These relationships allow Goodyear 
to be a positive partner in regions in which 
we operate.

Global ERG Events Continued

Steve McClellan, President, Americas, Chair, D&I Council 
“There is no doubt that diversity and inclusion is a business imperative.  
The best work I’ve done at Goodyear came from bringing different teams  
and viewpoints together and getting everyone in a room to solve complex 
challenges – that’s how we created the Connected Business Model.”

ERG Executive Sponsors 

VALUE THROUGH  
COMMUNITY IMPACT Laura Duda Basant Pandey Steve Courington

Dave Phillips Ellis Jones

Chris Queen Dallas Olsen

Darren Wells Rui Moreira
Chris Helsel Maureen Thune

Karen  
Vickerman

Husniye Yilmaz

Hakan Bayman

Thad Ewald

Sherry Neubert Zavier Fraipont
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Stay Connected: News from Around the Globe
Americas: Enthusiasm for our ERGs  
continues to grow. At the Akron  
headquarters, it is estimated that  
more than a third of our associates are a 
member of at least one ERG. The reach of 
our ERGs is also expanding, particularly  
in Latin America, where we have new 
chapters in our facilities in Brazil and 
Chile. Even with the current challenges 
and constraints of COVID-19, our  
ERGs have provided countless hours of 
professional development and cultural 
awareness education for their members, 
as well as opportunities to serve their 
local communities. For example, a 
worksite in Chile will host “D&I Week” in 
December to highlight their strategy for 
cultural change. In the coming months, 
more work will be done to integrate 
Cooper’s ERGs, building on our strategy 
and progress towards creating a culture 
of belonging.

APAC: Asia Pacific embraced the concept 
of ERGs in 2019 and rapidly expanded  
to nine GWN chapters, two NextGen 
chapters and one Pride affiliate across 
eight markets with more than 1000+ 
members. In spite of COVID-19, our ERG’s 
remained committed to our associates' 
growth and development, while positively 
impacting our communities and business 
through meaningful initiatives.

Individually and collectively, our ERGs 
organized a series of virtual and in-person 
events, such as Mommy Universe to 
recognize the efforts of working moms 
as they balanced their career and family, 
Virtual Family Day to engage associates 
and their families, Food Donation to 
hourly associates and local communities, 
in addition to visits to external companies 
to know the business and market. These 
exciting milestones and events are 
frequently shared with associates in  
the AP D&I Newsletter, launching for  
the first time in August. ERGs are an 
important pillar of AP D&I strategy,  
and we are proud that they are actively 
leading the charge in building a more 
diverse and inclusive workforce. 

EMEA: The ERGs in EMEA have a very 
important role and have a strong impact 
on the wellbeing and motivation of our 
associates, especially on the members. 
Beyond their usual activity to support 
associates, this year both ERGs have 
undertaken major steps to grow in  
effectiveness and efficiency.

A brand new EMEA Executive Board for 
GPN and GWN has been created to enable 
more effective dialogue to support 
regional and country chapters. They 
have also been working heavily in defining 
and documenting the internal processes 
to ensure there is clarity, consistency  
and an easy hand over when natural 
succession occurs. The most exciting 
challenge is the opening of new chapters, 
especially for GPN that is moving fast in 
setting the ground for their expansion 
plan. With the hard work done in the 
background, both GPN and GWN have 
become more solid, more visible and 
better prepared to increase their impact 
even more next year.

One Source of Truth 
- Data Dashboards 
Provide Insight and 
Track Progress
To better understand diversity 
within Goodyear, we’re advancing 
our use of technology as it relates 
to associate data that may provide 
insight into the organization. 

Senior Manager of Global Talent  
& Insights Charlie Edmisten said, 
“We are working to include diversity 
as a component of our key metrics 
from associate headcount  
distributions to turnover to  
succession planning to recruiting.”

We continue to determine ways to 
assess diversity across regions, 
functions, and organizational 
levels to promote visibility and 
measure progress. In addition to 
expanding the use of our existing 
dashboards, we have begun  
to build new metrics aimed at 
measuring our efforts to increase 
and sustain a diverse workforce. 
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Education & Awareness
One of the most important pillars of 
Goodyear’s global diversity and inclusion 
strategy is education and awareness. 
This strategy is being driven by the  
Diversity & Inclusion Council and is  
supported by leadership across the  
organization for a cultural mindset shift.

In July, for the first time in Goodyear,  
we launched a comprehensive global 
training program for 1000+ executive 
leaders titled “Inclusive Leader  
Foundations: Understanding Bias to  
Unleash Potential.” This initiative was to 
be completed within a six-month period 
and was made possible due to collaboration 
with Leadership & Development.

The workshop is designed to help leaders 
identify and overcome biases and improve 
decision-making and was piloted by our 
D&I Council, who can personally speak  
to the quality and impact of the training. 
Because we view the workshop as  
essential to fostering a stronger culture 
of inclusion, it is mandatory for all leaders 
at levels 9 and above and select level  
8 leaders. 

Feedback for the workshop has been 
positive. One Goodyear leader said,

“I was really pleased to see how  
engaged people were in the sessions 
and my breakouts… I feel like people 
are actually hungry for that content – 
they desire to be inclusive leaders, but 
are confused about what that means.”

WE CAN  
BE BETTER 

LEADERS AND 
TEAMMATES

In addition to the Inclusive Leader  
workshop, the D&I office launched  
a voluntary learning program for all 
associates in August. These microlearning’s 
feature two-to-five-minute videos with 
supporting brain exercises. Associates 
can take the lessons at a pace that works 
best for their schedule and new lessons 
with fresh topics will be available monthly. 

“A Change Can Start with You,” was the 
first lesson to be released, followed by 
“Inclusion: A Force for Everyone”. More 
than 400 associates have created a profile 
and participated in the first lessons. 

We hope these lessons will teach us  
all how we can be better leaders and 
teammates. While changing workplace 
cultures might feel like a slow process, 
each of us can be aware of the language 
we use, advocate for others, and break 
down stereotypes by understanding 
and mitigating for our own personal 
biases and calling them out in processes. 

LEADERS HAVE 
BEEN INVITED 
TO PARTICIPATE 
IN THIS TRAINING

1,000
MORE 
THAN 

OF OUR TOP
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DIVERSITY & INCLUSION STRATEGIC INITIATIVES

Talent Life Cycle
Recruiting Onboarding
Development         Retention

Offboarding

Education 
and Awareness

Micro-learnings
Training

Global Campaign

Employee  
Resource Groups

Associate Engagement
Community Impact

Business Impact
Cultural Awareness

D&I Executive Council

Executive Visibility
Leadership Engagement

Business Integration

C O M M U N I C A T I O N S  a n d  D & I  D A S H B O A R D

What is the Diversity & 
Inclusion Executive 
Council? 
The D&I Executive Council, sponsored by 
CEO Rich Kramer and chaired by President, 
Americas Steve McClellan, is comprised  
of 13 senior leaders who are accountable 
for aligning our D&I initiatives to Goodyear’s 
Strategy Roadmap and ensuring  
their implementation. 

This decision-making body represents 
leaders from every function and region, 
showcasing a high level of accountability 
within the business to ensure goals are 
aligned across the organization, and not 
just an HR initiative. This will allow  
Council leaders to drive and  
influence positive change  
in their business pillars.

Council also has candid discussions and 
frequent meetings to drive important  
D&I programs forward, such as requiring 
leaders to attend the “Inclusive Leader 
Foundations: Understanding Bias to  
Unleash Potential” workshop.

As change agents, they piloted this  
workshop and can speak to the quality 
and impact it will have on our  
leaders. Council is leaning in, 
embedding D&I within the 
business, and helping  
to foster real  
organizational 
change.

Winning with Talent 
As we create a diverse workforce, our focus 
at Goodyear will always be top talent - not 
just hiring, but also developing. Of course, 
we want to hire the best, but we also want 
to make sure the right people have the right 
career and professional development 
opportunities to be successful at  
Goodyear, so they can deliver at their  
full potential. This requires us looking  
at hiring, onboarding, development of 
career and person, and offboarding.

We also want to make sure that not only  
is Goodyear a diverse enterprise, but  
that we have diverse teams within  
all businesses and functions to drive 
innovation with ideas and solutions, 
create the products and services our 
customers want, and to lead the industry.
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Building Talent: University  
of Akron Partnership
We are also investing  
in higher education for 
underserved students 
attending The University  
of Akron (UA) through the 
Driving Opportunity Scholars 
Program. This includes a full 
tuition scholarship, program 
laptop, peer and corporate 
mentorships, an internship 
and preferred consideration 
for a job at Goodyear for 15 
undergraduate students 
majoring in in-demand fields.

Tom Peeples, senior  
manager, lean operations, 
Americas, said, “This  
program is, in my opinion, 
single-handedly the most 
comprehensive effort I’ve 
seen to help deserving 
students and their families 
in our community. It  
eliminates many burdens 
as they pursue higher  
education to help accelerate 
their professional success. 
Many talk the talk, but this 
is truly walking the walk.”

CULTURE THAT ACCELERATES INN
OVATION

This requires a lot of work behind the 
scenes with collaboration, standardization, 
and building of new processes and 
consistent global tools to become a 
bias-free workplace. We must understand 
it takes time to see impact since these 
changes cannot happen overnight.  
It will also not happen by one group or 
one level, it will take all of us to drive 
change. We need to work as one to 
meet the vision of where we want to be 
and continue to have pride in our brand 
and in our workplace.

While we can change biases, the invisible 
component is the sleeping giant that  
we need to work on: people, change 
management, and culture.

According to Peter Drucker, a New York 
Times bestselling author, “Culture eats 
strategy for breakfast.” This is why the 
“I” in diversity and inclusion matters.  
An inclusive culture must be set for an 
organization to be successful. Culture 
must be set within our teams and functions 
This process is a marathon, but we  
are already starting strong with a  
well-planned strategy.

The Global Office of D&I has introduced 
education and awareness tools that will 
help shape our leaders, inspire creativity, 
and drive innovation. We want our  
associates excited about working at 
Goodyear and have pride in our product 
and employer branding.

Winning with Talent Continued
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Meet the D&I Team 
MIKE LOWE -  
D&I PARTNERSHIP PROGRAMS LEAD:

As a person of color, what have you noticed or seen since joining the D&I  
team vs. as a non-D&I team member? 

“

“

“

“

“Since joining the D&I team, I’ve been 
really impressed to learn about all the 
progress Goodyear has made over the 
last year. As a black man who has been 
with the company for 6.5 years, it 
hasn’t always been an easy journey. 
Goodyear has a reputation for being 
very deliberate when it comes to any 
kind of change, but no one wants to 
wait to feel like they’re being valued 

or included. Therefore, it has really 
been encouraging for me to see how 
Goodyear has shifted gears and how 
some of our leaders have started 
asking how they can be better. I also 
see how D&I is being embedded in all 
aspects of the company, not just HR, 
and how data is being used to justify 
our strategy and highlight positive 
business results.”

MARIA FAUTALI -  
D&I INTERN: 

Meet Some of the D&I Partners 

Jen Bast, Director 
Talent Management  
& Organization, 
Americas:  

“I hope to be a small part in helping to 
develop a rich culture of diversity and 
inclusion at Goodyear, where people can 
feel safe sharing their authentic selves 
with each other in the workplace.” 

Ritu Gupta, Regional 
Talent Director, 
APAC: 

 “I’m passionate 
about D&I because when we truly listen 
to diverse viewpoints, we build trust, 
empathy and candor. A culture like that 
creates winning businesses by actively 
engaging their people is deliberate 
toward designing great places to work!  
I want to be a part of that legacy.”

Nieves Fuentes, 
Diversity &  
Inclusion  
Director EMEA: 

“Make our environment more inclusive… 
there is no more meaningful mission in 
life! This is why I love working in D&I!”

Monika Bose- 
Samanta, HR  
Manager & Strategic 
Process Leader, 

Global Operations & Technology: 
“A diverse mix of voices leads to higher 
innovation, creativity, better decision 
making and infuses much more fun in 
what we do and are passionate about! 
So proud to be a part of this team.”

As a D&I intern, what excites you the most about the programs you are 
supporting in D&I and their impact to the organization?

 "What excites me most is having the opportunity to directly celebrate 
and integrate inclusive practices within Goodyear, while also continuing 
to learn and gain experience towards my education.”
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Gary VanderLind, Senior 
Vice President and Chief 
Human Resources Officer
“Goodyear’s D&I journey begins  
with our associates and the actions 
we take as one team. By actively 
listening, embracing differences 
and having open-minded conversations, 
we foster creativity and promote 
collaboration that will make  
our organization 
better tomorrow 
than we were 
yesterday.”

D&I Awards
EMPLOYER AWARDS

Top Employer  
certification Chile

Top Employer 
certification 
South Africa

Corporate  
Equality Index 
- Human Rights 
Campaign  
Foundation

Forbes America’s 
Best Large  
Employers 2021

Goodyear ranks 
#7 on LinkedIn 
Top Companies: 
City Edition list 

Forbes Best  
Employers for New 
Graduates 2021

PEOPLE AWARDS

PRWeek Hall of 
Femme Honoree: 
Laura Duda, Senior 
Vice President and 
Chief Communica-
tions Officer

Ahead Honors 
from the  
Manufacturing 
Institute 
Shawn Donaldson: 
Manager of  
the Composite 
Materials Group  
at Cooper Tire

Ann Myers:  
Engineer Associate, 
Global Reinforcement 
Tech & Non- 
Pneumatic Tire  
at Goodyear

Ronda Williams: 
Regional Quality 
Manager at  
Goodyear

Women of Color 
STEM Conference 
- Technology Rising 
Star Awards 
Ashley Jones: Senior 
Business Process 
Lead

Paola Romero Campo: 
Chief Engineer, Tire 
Performance Life 
Cycle Mechanics
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Note from D&I Office
Most leaders recognize that a 
diverse workforce creates a  
competitive edge in terms of  
innovation, selling products or  
services, therefore, a direct impact 
to the bottom-line savings and 
topline growth. Yet, there is a huge 
hurdle between intent and action to 
become inclusive as humans and 
as leaders. That holdback is each 
of us. How are you converting your 
intent to action? 

Part of the problem is that diversity 
and inclusion are often mentioned 
as D&I, D&I, D&I. When paired 
together, it assumes they’re  
the same thing. Diversity equals 
representation. Quantifiable. 
Inclusion is the unseen, invisible 
skills, the crucial connection  
that encourages engagement, 
increases team productivity, 
fosters innovation, and makes 
associates feel good about coming 

to work every day. But since it is 
not quantifiable, we don’t put 
effort into it. But it is quantifiable… 
if inclusion doesn’t happen, and 
associates feel excluded, then all 
the positives of a diverse workforce 
won’t happen. Attrition will happen. 
That is an expensive direct hit to 
P/L. Therefore, there is not a choice 
between diversity and inclusion. It 
must be both of them together.

Success with diversity for a short 
period is easy. Sustainability is true 
success for an organization and that 
requires collective accountability. 
 

– Sumita Shetty, Global Head of 
Diversity & Inclusion

Keeping it Real - Top 5 Diversity & inclusion Myths

Myth

Myth

Myth

Myth

Myth

Myth

Fact

Fact

Fact

Fact

Fact

Fact

Diversity  
is more 
important 
than Inclusion

Diversity is a 
program

Diversity is 
an initiative 
for senior 
leaders and 
Human 
Resources 
only

D&I is only a 
social cause

D&I is only a 
feel-good 
program

If we hire 
more diverse 
candidates, 
we will be 
successful 
at this

Diversity will 
fail without 

inclusion

D&I is an 
integrated 

strategy 

All businesses 
and associates 
have account-
ability for D&I  

to bring overall 
change

D&I is also a 
business and 

innovation 
imperative 

D&I strategy 
impacts the 
bottom line 
and topline 

growth

If we are not 
inclusive as a 

culture, we 
will never 

keep up 
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