
DIVERSITY & INCLUSION

EDITORS’ NOTE David Casey joined 
CVS Health in 2010 and is responsi-
ble for developing and driving diver-
sity and engagement strategies across 
the company. In prior roles, Casey was 
Chief Diversity Offi cer at WellPoint, 
where he led the development and 
execution of enterprise-wide strategies 
to leverage diversity management for 
the workforce, workplace and market-
place. He was also Regional Director 
of Business Development for Bernard 
Hodes Group, where he consulted with 
regional, national and international 
clients. Casey is a veteran of the United States Marine 
Corps and served in Operation Desert Storm. He 
has a B.S. degree in Business Administration from 
Indiana Wesleyan University.

COMPANY BRIEF CVS Health (cvshealth.com) is a 
health innovation company with a presence in all 50 
states. The company has more than 9,900 retail loca-
tions, approximately 1,100 walk-in medical clinics, 
a leading pharmacy benefi ts manager with approxi-
mately 92 million plan members, a dedicated senior 
pharmacy care business serving more than one mil-
lion patients per year, expanding specialty pharmacy 
services, and a leading stand-alone Medicare Part 
D prescription drug plan. CVS Health also serves an 
estimated 38 million people through traditional, vol-
untary and consumer-directed health insurance 
products and related services, including rapidly 
expanding Medicare Advantage offerings.

CVS Health has a dedicated Workforce Initiatives 
team which partners with state and federal workforce 
agencies to provide employment services and training 
to underserved communities. It has helped thousands 
of people access meaningful employment opportuni-
ties. It also works with schools, churches, universities, 
and faith-based and community organizations to 
hire people with diverse backgrounds.

Will you provide an overview of the role of a 
chief diversity offi cer and your key areas of 
focus?

As Chief Diversity Offi cer and Vice President 
of Workforce Strategies at CVS Health, I am 
responsible for leading the strategic diversity 
management, AA/EEO and workforce initiatives 
functions for CVS Health. As part of my role, I 
lead a team to develop workforce representa-
tion, inclusion and belonging, talent systems and 
marketplace diversity strategies, with a focus 
on measurable results aligned to our business 

objectives. The breadth and depth of 
the scope of work touches every busi-
ness unit and department across the 
company.

How do you defi ne what makes 
CVS Health an industry leader?

As the nation’s premier health inno-
vation company, CVS Health touches the 
lives of more than 100 million patients 
and customers every year – each of them 
with unique backgrounds and needs. So 
our company’s commitment to strategic 
diversity management is not a stand-alone 
objective; it is deeply rooted in our pur-

pose of helping people on their path to better health. 
How engrained is diversity and inclusion 

in CVS Health’s culture and values?
Our company’s strategic approach to managing 

diversity touches every aspect of our business, from 
maintaining a diverse workforce and inclusive culture, 
to spending nearly $2 billion with more than 3,000 
small and diverse businesses in our supply chain, to 
offering products and services that meet the needs of 
all of our customers, patients and communities. As a 
healthcare innovation company, the diverse perspec-
tives and experiences of our 295,000 colleagues are 
essential to staying ahead of the needs of our custom-
ers, patients, members and clients. 

Will you highlight CVS Health’s diversity 
and inclusion strategies?

We have a four-pillar framework for strategic 
diversity management which is designed to engage 
every colleague in the process and enable every 
business function to deliver on both our near- and 
longer-term goals. While many annual initiatives 
evolve to meet the dynamic needs of the custom-
ers, patients and communities we serve, these 
longer-term objectives provide a consistent 
and methodological framework: 

Workforce Representation – a workforce refl ec-
tive of the customers, patients, members and com-
munities it serves. 

Inclusion and Belonging – an inclusive culture 
whereby every colleague has a voice, a seat at the 
table and authentic caring for one another. 

Talent Systems – equitable access to growth 
and development, regardless of background. 

Marketplace Diversity – meeting and exceed-
ing the needs of all customers, clients, communities 
and external constituents. 

How does CVS Health engage its employ-
ees in its diversity efforts?

At CVS Health, we work to educate, equip 
and empower all of our nearly 300,000 colleagues 

across the organization to deliver on our strategic 
objectives. This approach is anchored by both a 
top-down and bottom-up model. Our CEO, Larry J. 
Merlo, and his direct reports serve as the Diversity 
Management Steering Committee. As such, they all 
commit to serve as executive sponsors for one of the 
company’s 15 Colleague Resource Groups (CRGs). 
A group of approximately 20 senior executives from 
across the business serve as the company’s Diversity 
Management Leadership Council (DMLC). The 
DMLC has a three-part charter to provide strategic 
direction and guidance on strategic objectives, serve 
as peer coaches to demonstrate how to leverage 
diversity management in their respective business 
units, and to amplify the company’s goals and prog-
ress through internal and external communications 
channels. Shoring up this extended organizational 
chart are more than 20,000 colleagues participating 
in CRGs and a host of business unit, market-driven 
and departmental diversity councils.

When you are focused on hiring the best 
talent, does that bring with it a certain level 
of diversity or do you need to include systems 
in your recruitment process in order to make 
sure you are reaching your diversity goals?

It’s really both. Developing a diverse, highly-
trained workforce that refl ects our customers and 
the neighborhoods in which they live is a win-win 
for CVS Health and the nearly 10,000 communities 
we are privileged to serve. We look for colleagues 
from often untapped or overlooked pools of tal-
ent and have teams focused on hiring individuals 
with disabilities, mature workers, veterans, under-
served youth and others, which we believe gives 
us a competitive advantage. It’s a great example of 
how being guided by our purpose leads to solu-
tions that help improve the health of our patients 
and our communities. In business, the things that 
matter tend to get measured, so we do in fact mea-
sure progress across any number of internal and 
external benchmarks. 

What excited you about the opportunity 
to join CVS and has it been what you expected?

CVS Health has evolved so much over the 
past nine and a half years, I don’t think I ever 
could have expected early on to have the level 
of impact we have been able to have over that 
timeframe. To engage in a body of work that has 
a direct impact on our ability to serve more than 
100 million people a year and empower more 
than 295,000 colleagues is more than I could have 
ever hoped for. The issues can be complex at 
times but, quite frankly, I consider myself lucky 
to be able to do it.•

David L. Casey

A Healthcare 
Innovation Company

An Interview with David L. Casey, 
Vice President, Workforce Strategies and Chief Diversity Offi cer, CVS Health
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EDITORS’ NOTE  Lareina Yee is 
also a member of the global part-
nership service team, the firm’s 
16-person leadership team, and the 
global leader of McKinsey’s technol-
ogy hardware and services practice. 
She brings 20 years of experience to 
companies in the technology sector. 
As a thought leader at McKinsey, 
she is a sought-after speaker and 
author on digital disruption, sales 
growth and technological trans-
formations. Determined to win the 
war for talent and gender parity, 
Yee leads Women in the Workplace, a research 
partnership with LeanIn.org and The Wall Street 
Journal. She also frequently speaks about women 
in business, including at Fortune magazine’s 
Most Powerful Women Summit, the Makers 
Conference, Techonomy, the Professional 
Business Women of California Conference, and 
the Women’s Forum. Outside of McKinsey, Yee 
serves on the board of Safe & Sound, a not-for-
profi t focused on child-abuse prevention.

F I R M  B R I E F  M c K i n s e y  &  C o m p a n y 
(mckinsey.com) is a global management con-
sulting fi rm committed to helping institutions 
in the private, public and social sectors achieve 
lasting success. With consultants in more than 
132 cities in 66 countries, across industries and 
functions, it brings vast expertise to clients any-
where in the world. McKinsey works closely with 
teams at all levels of an organization to shape 
winning strategies, mobilize for change, build 
capabilities and drive successful execution.

How do you defi ne the role of a chief diver-
sity and inclusion offi cer and how do you 
focus your efforts within McKinsey?

McKinsey, like other companies, has 
elevated the diversity and inclusion role to 
one that sits on the executive management 
team. Other companies have elevated the 
role as well, underscoring its importance to 
the strategy and the business. We find that 
diversity and inclusion is not a nice to-have; 
it’s a must-have for the culture and fabric of 
an organization.

From a leadership perspective, the idea 
of putting a senior partner in this role to work 
with our CEO and our management team is an 
acknowledgement that it’s critical for our cul-
ture and our people.

Will you highlight McKinsey’s 
commitment to research and thought 
leadership in this area?

Thought leadership allows us to 
learn together with other companies. 
We’re in the cohort with everybody 
else. We’re trying to do better. 

The research allows us to under-
stand the state of the state. We look at 
the common challenges and the solu-
tions that people are applying. We 
search for the next level thinking that 
we should be applying to ourselves 
and to others. That research is really 

important for us and our clients. Our manag-
ing partner once said, “I’ve been reading what 
we published, and I want to make sure we’re 
implementing all of it.”

Our clients give us a lot of feedback in 
terms of diverse skills, talent, backgrounds and 
capabilities that are really important to them. 
They share how they are evolving and develop-
ing more diverse management teams and what 
their aspirations are. 

Internally, we listen to our people and study 
what inspires them to be at McKinsey. We want 
to be an unrivaled place for talent. We have to 
think a lot about how we deliver that experience 
as things change. Those are the points of inspira-
tion that guide our thoughts on how we execute. 

In the end, it’s about feeling accepted, 
included, connected and that you belong to the 
community and are inspired to be here.

How does diversity relate to inclusion?
Diversity is based on counting the rep-

resentation of the various groups. Inclusion is 
based on what their experiences are like. You 
need representation which is the counting, and 
you need experience which is the quality of 
what it feels like to actually be in the organi-
zation. You really need both to deliver on the 
aspiration. 

Inclusion can feel nebulous. We’ve been 
working on trying to help people make it more 
concrete and developed an inclusion index. We 
look at if our people feel connected to those 
around them and have a sense of belonging. 
Creating a remarkable experience, not just for a 
point of time, but over the course of a career, is 
dependent on inclusion. 

What progress has been made in the 
effort to raise the percentage of women in 
top-level positions?

Progress has been slow in corporate 
America. We still see that one in fi ve in a top 
team across corporate America are women. This 
pattern has held for the last decade. We see a 
drop-off to manager, a drop-off to director, and 
another drop-off to VP. By the time you’re all 
the way at the top, companies on average have 
20 to 25 percent women at the level at which 
they report to the CEO. 

I do think that people are more aware of 
some of the challenges that contribute to those 
outcomes such as bias, the lack of sponsorship, 
insuffi cient work fl exibility or too few networks 
that help women. I think that companies are 
making strides in thinking through this, but it 
has to be done consistently; it won’t happen if 
it’s just pushed for a quarter or two.

What excited you most about the 
opportunity to lead McKinsey’s diversity 
and inclusion efforts?

I was really excited to take on the chal-
lenge for two reasons. I think that if I can con-
tribute to a more inclusive and gender balanced 
environment at McKinsey and also help my cli-
ents improve, it will be incredibly meaningful. 

We also have an incredibly young orga-
nization. I think it is the least I can do to help 
contribute to making the best environment for 
all of them; to help our next generation reach 
their full potential and to feel that McKinsey is 
the place where they belong.•

Lareina Yee

An Unrivaled Place for Talent
An Interview with  Lareina Yee, 

Chief Diversity and Inclusion Offi cer, McKinsey & Company

In the end, it’s about 

feeling accepted, 

included, connected 

and that you belong to 

the community and are 

inspired to be here.
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