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Explore 
Dive into the world of informed 
decisions. Our unique database offers: 

• On-demand benchmarking of graphics 
across Fortune 250 ESG Reports, 
Annual Reports, and Proxy Statements

• Text search across Fortune 
250 disclosures

• Searchable Reader Intelligence Guides 
for Annual Reports, ESG Reports and 
Proxy Statements
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Today's consumers and employees are looking for corporations to 
reflect the diversity of the communities in which they live. And more 
investors are asking for details on what companies are doing to 
advance social justice in ways related to their business. At the same 
time, there is increased scrutiny regarding companies’ diversity, equity, 
and inclusion (DEI) programs as recent legal and other challenges have 
emboldened anti-DEI groups. 

In this piece we discuss trends on how racial and social justice 
movements have impacted corporate environmental, social, and 
governance (ESG) reporting practices amongst the U.S. S&P 50. In 
addition, we give suggestions for future reporting practices around 
these issues.

Introduction
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Background 
While companies have been scrutinized for their environmental and social impacts since the Industrial 
Revolution and, more recently, the Civil Rights movements of the 1960’s, that scrutiny has increased 
dramatically since 2020. Not only has the “perfect storm” of Black Lives Matter (BLM) protests, the #MeToo 
movement, the overturning of nearly 50 years of Roe v. Wade, and the COVID-19 pandemic intensified 
political divides in the U.S., but it has also spurred more investors, employees, customers, non-profits and 
communities to demand that companies address these hot button social issues. 

Are companies that made bold supporting statements for racial justice in 2020 after George Floyd's death 
following up such statements with action? Are companies speaking out against anti-LGBTQIA+ and 
anti-reproductive rights laws in states in which they are headquartered?1 Are companies helping their 
employees access inclusive healthcare practices even in states where abortion or transgender care are 
being banned? 

Customers, employees, and other corporate stakeholders are all asking these questions. 

Lily Zheng describes what she sees as a transition from corporate social responsibility (CSR) to corporate 
social justice this way:2

Now, consumers and employees are raising the bar. The killing of George Floyd by a white police officer in 
Minneapolis has driven one of the largest protest movements in recent memory, and the widespread 
reactions to the standard CSR playbook suggest that old best practices may no longer work…. Corporate 
Social Justice is a reframing of CSR that centers the focus on any initiative or program on the measurable, 
lived experiences of groups harmed and disadvantaged by society… [It] is a framework regulated by the 
trust between a company and its employees, customers, shareholders, and the broader community it 
touches, with the goal of explicitly doing good by all of them. Where CSR is often realized through a 
secondary or even vanity program tacked onto a company’s main business, Corporate Social Justice 
requires deep integration with every aspect of the way a company functions… Consumers and other 
stakeholders want companies to see social good as a necessity, not just a marketing strategy. It’s up to 
companies to respond to this new challenge.

More recently, anti-DEI activity has also intensified. After the U.S. Supreme Court’s June 2023 ruling 
in Students for Fair Admissions, Inc. v. President and Fellows of Harvard College, which held that 
colleges and universities cannot consider race in and of itself as a factor in admission decisions, there 
has been a flood of activity looking to extend aspects of the ruling to the private sector. For example, 13 
Republican state attorneys general sent a letter to the CEOs of the 100 largest U.S. companies cautioning 
them on the legal consequences of using race as a factor in hiring and employment practices.3 It is 
unclear how this recent backlash by certain special interest groups will impact corporate reporting 
going forward. Early indications show an ongoing commitment to DEI despite the challenges.4

1 Barak Harif, Tal and Marques, Felipe. (April 27, 2023). “Disney Versus DeSantis: A Timeline of the Florida Feud.” Time Magazine.
2 Zheng, Lily. (June 16, 2020). “We’re Entering the Age of Corporate Social Justice.” Harvard Business Review.
3 Grantham-Philips, Wyatte, Mulvihill, Geoff, and The Associated Press. (July 15, 2023). “Fortune 100 companies are getting swarmed by Republican AGs 

using the Supreme Court affirmative action as a lever into the workplace.” Fortune.com.
4 https://corpgov.law.harvard.edu/2024/02/26/dei-in-an-era-of-unrest-a-few-truths-and-a-path-forward/
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Current U.S. Practices in Racial 
and Social Justice Disclosures
In direct response to bold statements of support many U.S. companies made after George Floyd’s death, the 
non-profit shareholder advocacy organization As You Sow® launched its Racial Justice Initiative and 
Scorecards. The initiative strives to “monitor corporate responses and follow up with companies to ensure that 
statements of support for racial justice are translated into concrete actions that truly promote equity, thereby 
helping them on the path to end corporate complicity in systemic racism.” While their annual scorecard 
demonstrates that U.S. companies have a lot of room for improvement, As You Sow® has recognized PayPal, 
illumina®, Microsoft, The Walt Disney Company, Altria, American Electric Power, Activision Blizzard, eBay, 
UnitedHealth Group, and BNY Mellon for their related policies, practices, and communications.

Over the last several years, many companies have developed DEI programs that include some of the elements 
below. Several were driven by shareholder proposals and broader stakeholder engagement.

• Some companies have adopted the “Rooney Rule”5 so that diverse candidates are included in searches for new 
board members and internal positions. 

• Prompted by shareholder proposals and support from the NYC Comptroller, many companies put their latest EEO-16 
data online and include links to the data in their ESG reports.

• Companies like Apple have had shareholder proposals lead to civil rights and other related audits. 
• A growing number of U.S. companies have created leadership positions focused on enterprise-wide diversity, 

equity, inclusion and belonging goals and initiatives.
• Many companies have set DEI-related goals and launched initiatives around recruitment (especially into 

leadership positions), pay equity, training, and compensation incentives.
• Many companies have focused their community engagement and philanthropic giving on addressing gender, 

racial and ethnic disparities in areas like financial inclusion, small business development, education (especially in 
science, technology, engineering and mathematics), food insecurity, environmental justice and a just transition to 
a clean economy, and access to healthcare.

5 The National Football League “Rooney Rule” requires teams to interview ethnic minority candidates for head coaching and other senior football operation jobs.
6 The U.S. Equal Employment Opportunity Commission requires mandatory annual data collection from all private sector employers with 100 or more 

employees and federal contractors with 50 or more employees meeting certain criteria. The workforce demographic data is broken down by job category, 
sex and race or ethnicity. It should be noted that EEO-1 data cover only U.S.-based locations and exclude not only international employees but also 
contractor and other types of contingent workers.
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Company Examples
A number of best practices have emerged in U.S. ESG reports around racial and social justice disclosures. 
Labrador's benchmarking of 2021-2022 ESG reports from the S&P 50 found that:

• Nearly all included race, ethnicity and gender workforce diversity data. 

 o A small percentage also included data on sexual orientation, age and disability status.

• Nearly all provided access to their most recent EEO-1 data.

• Around half set social goals with a 2-5 year target and showed quantitative changes from baseline year-to-year.

• Around one-third discussed gender or racial inequality, while a little less discussed systemic racism.

• Around one-fifth published separate Social, Human Capital Management, or DEI reports.

• Less than one-fifth discussed pay equity.

Labrador will be actively benchmarking the upcoming 2023 reports to determine whether there is a 
noticeable change in DEI disclosure practices based on recent events.

PayPal’s 2022 Global Impact Report

PayPal’s Global Impact report includes comprehensive workforce diversity data, details on social innovation, 
and employee and culture highlights.

PayPal’s 2022 Global 
Impact Report
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Leading With Diversity, Inclusion,  
Equity & Belonging 

In 2022, our sustained commitment to inclusion drove 
meaningful steps to enriching a workforce and culture 
that we believe reflects the communities where we 
work, live and serve. This included:

• Enhancing our quarterly reporting to our DIE&B 
Business Council to provide insights on the 
intersection of our employee lifecycle and DIE&B 
strategy. 

• Scaling development programs to strengthen the 
leadership pipeline for underrepresented populations, 
including piloting an enterprise-wide sponsorship 
program for global female leaders.

• Incorporating inclusion-focused questions in our 
annual employee engagement survey to gain a 
deeper understanding of employee sentiment and 
experiences at PayPal. See Engaging with & Listening 
to Our Employees for more information.

Employees across PayPal also embarked on our 
expanded DIE&B Learning Journey, Inclusion@PayPal — 
a modular learning series launched in 2021 — to learn 
about DIE&B foundations, performance management 
best practices and the importance of effective 
sponsorship. In 2023, we 
plan to include learning 
experiences on topics  
such as allyship.

Achieving Pay Equity Across Our 
Workforce
We are proud to achieve 100% pay equity in 
overall total compensation72 for women globally 
as compared to male peers and for Black, Latino 
and Asian employees in the U.S. as compared 
to white peers. We also observed 100% pay 
equity in overall total 
compensation in the U.S. 
for Black, Latino and Asian 
women, as compared to 
white male peers.

100% global gender, 
U.S. ethnic and U.S. 
intersectional pay 
equity“The multi-dimensionality and diversity of our 

platform and products create impact for our 
customers and their communities that can break 
the generational curses of financial inequity. By 
advancing DIE&B at PayPal, we foster 
an environment where every employee 
can contribute to our success, find 
opportunity, belong and grow.”

Toretha McGuire
Global Head of DIE&B

New York, NY, U.S. To learn more about how we are investing in an 
inclusive talent pipeline, please see Fostering 
Growth Throughout the Employee Lifecycle.

Addressing Diversity in Our Supply 
Chain
We remain committed to working with diverse 
businesses where appropriate and, in 2022, PayPal’s 
Global Sourcing team further enhanced our supplier 
diversity program by extending our focus to include Tier 
2 suppliers. In 2023, we plan to launch an initiative to 
encourage priority vendors to subcontract opportunities 
to diverse businesses when working with PayPal. 

Other accomplishments in 2022 included:

• Completing the U.N. Global Compact’s Target Gender 
Equality program to gain valuable skills and support 
for PayPal to expand diverse initiatives across the 
globe. 

• Maintaining our presence on the Disability:IN 
Procurement Council, which informs our efforts 
to drive inclusion of disability-owned business 
enterprises.

• Participating in the Disabled Owned Business 
Enterprise Certification Committee that helps 
businesses negotiate the complex certification 
process. 

Reimagining Product Design
We continue to focus on designing products that 
are equitable, accessible and inclusive to all PayPal 
customers. In response to emerging global regulation, 
including U.K. Financial Conduct Authority guidance on 
fair treatment of vulnerable customers and customer 
duty, we launched enterprise-wide initiatives to:

• Proactively mitigate vulnerability in product design to 
facilitate equitable access for global customers with 
characteristics of vulnerability,73 including an inclusive 
content style guide for designers and equity-focused 
research for user experience teams.

• Further PayPal’s delivery of a high standard of 
customer care and protection, helping consumers 
make informed decisions about PayPal products in 
line with their personal financial objectives.

72 Total compensation is defined as base salary, annual bonus and annual equity awards.
73 Characteristics of vulnerability include physical or mental disability, caregiver status, economic impairment and others.

~80% of PayPal 
employees completed 
the “Inclusion@PayPal: 
Building Foundations” 
module 

At PayPal, we are fueled by our diverse perspectives, 
backgrounds and experiences and are committed 
to embracing people of all racial, ethnic and cultural 
backgrounds, gender identity and expression, sexual 
orientation, veteran status and abilities. A strong 
and engaging culture where everyone can be their 
authentic selves and do their 
best work is important to 
generating stockholder value 
and to furthering our mission to 
democratize financial services 
for all. 

Our dedicated global DIE&B team, led by our Head of 
Global DIE&B, in partnership with appointed business 
leaders on our DIE&B Business Council, continued to 
enhance our existing inclusion efforts and pilot new 
initiatives. We continue to work toward growing our 
women, Black and Latinx employee populations.

PayPal ranked 
#20 on the 
Forbes America’s 
Best Employers 
for Diversity list
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Workforce Representation Metrics
Fostering a workforce that is representative of the merchants, consumers and communities we serve is an important component of our long-term DIE&B strategy. Our representation data74 provides one facet of measuring our performance and 
progress across our workforce. This information is used to help inform program enhancements across the employee lifecycle. We regularly review reporting best practices and continue to evaluate ways to enhance our disclosures to reflect our 
multifaceted workplace. We continue to make progress on improving the data quality and accuracy of additional employee data to meet our commitment to disclose employee lifecycle information by gender and U.S. ethnicity by 2024.

U.S. Ethnic Diversity83

(Ethnically Diverse % of U.S. Population)

25%

20%

15%

10%

5%

0%

U.S. Underrepresented Minorities82
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Global Gender Diversity
(Female % of Global Population)

2020 2021 2022
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33%

27%

44%

36%

28%27%

33%

2022 Global Gender Diversity
OVERALL WORKFORCE

FEMALE:

44.0%  
MALE:

55.9%
NON-BINARY:

.07%

LEADERSHIP77

17%
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40%

30%
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37%

67%

52%
52%

37%

69%

55%
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37%
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2022 U.S. Ethnic Diversity83

Diversity Trends by the Numbers

+2%
in diverse leadership  
(since 2021)78

3.7%

2.8%

1.7%

U.S. Veterans79

U.S. LGBTQ+80

Global Disability81

56%
Diverse Workforce Representation78

+6%
in women in technical  
roles (since 2015)

+15%
in U.S. underrepresented 
minorities hiring82 (since 2020)

2022 U.S. Ethnic Diversity by Role83

(% of Overall U.S. Workforce)

 Women            Men

54.6%24.7%

68.4%22.6%

53.9%24.3%Overall 

Technical

Professional

Leadership 

0 20 40 60 80 

37.4%14.2% 23.2%

29.9%

45.8%

29.6%

OVERALL WORKFORCE TECHNICAL PROFESSIONAL LEADERSHIP

8.2%

42.6%

34.5%

8.3%

59.7%

28.2%

4.1%

  0.1%
  0.3%
  1.8%

8.3%

42.0%

34.8%

8.4%

  0.2%
  0.3%
  2.5% 5.0%

57.7%
26.4%

3.6%

  0.0%
  0.0%
  2.5%

2.5%

FEMALE:

36.0%  

MALE:

64.0%
NON-BINARY:

.00%

PROFESSIONAL76

FEMALE:

44.2%  
MALE:

55.7%
NON-BINARY:

.07%

TECHNICAL75

FEMALE:

28.1%  

MALE:

71.7%
NON-BINARY:

.12%

74 Workforce representation metrics are based on 
self-reported data. Due to rounding and exclusion 
of employees who do not self-identify, numbers 
presented may not reflect exact totals.

80 U.S. employees who have self-identified as LGBTQ+. Approximately 
7% of U.S. employees responded as of December 31, 2022. This 
self-identify question is voluntary and the representation percent 
may vary based on adoption among U.S. employees.

83 Ethnically diverse includes U.S. EEO-1 defined 
categories American Indian or Alaska Native, Asian, 
Black or African American, Hispanic or Latino, Native 
Hawaiian or Other Pacific Islander or Two or More Races.

79 U.S. employees who have 
self-identified as “Non-
Protected Veterans” and 
“Protected Veterans.”

+3%
in women in leadership  
(since 2021)

43%

44%
44%

Visit our website for access to our 
available EEO-1 reports.

Overall 

Technical

Professional

Leadership

 American Indian or Alaska Native        Asian       Black or African American       Hispanic/Latinx        Native Hawaiian or Pacific Islander       Two or More Races       White

76 Professional 
is defined as 
Director roles  
and below.

75 Technical roles include 
employees in engineering, 
information technology and 
technology operations.

77 Leadership 
is defined as 
Senior Director 
roles and above.

78 Diverse is defined 
as global women 
and U.S. ethnically 
diverse men.

81 Global employees who have self-
identified as having a disability in 
countries where it is legally allowed 
or required to disclose.

82 U.S. employees who identify as Black or African 
American, Hispanic or Latinx, American Indian 
or Alaska Native, Native Hawaiian or Other 
Pacific Islander, or Two or More Races.

50%

40%

30%

20%
2020 2021 2022 2020 2021 2022

  0.2%
  0.3%
  2.5%
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Microsoft’s 2022 Global Diversity & Inclusion Report and 2022 Impact Summary Report

Microsoft has multiple reports that cover sustainability, corporate responsibility, and diversity and inclusion. 
They have in-depth information on company culture and how they are turning commitments into action.

2022 Impact 
Summary Report

2022 Global Diversity 
& Inclusion Report 
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Boeing Company 2022 Sustainability Report

Boeing shares in-depth diversity information, including veteran, disability, and LGBTQ+ diversity data.

Global Equity, Diversity and Inclusion
Progress on Our Equity, Diversity  
and Inclusion Commitments

Over the past year, we have seen the value 
inclusion brings to our global team as we 
continue to advance our equity, diversity and 
inclusion commitments. Although there is 
more work to be done, we are encouraged  
by our progress, especially in light of  
the COVID-19 pandemic and dynamic  
business environment. 

In 2021, women and racial/ethnic minority 
representation at Boeing increased overall 
as compared with the prior year. And, in the 
second half of 2021, exit rates for women, 
men and teammates of all races were within 
0.1 point of one another, meaning the rate 
of people exiting was relatively equal among 
race and gender. For the first time, we shared 
data related to women of color, disability, 
gender identity and sexual orientation.

In 2021, we established a set of near-term 
aspirations that we are striving to achieve 
by 2025 and introduced the Seek, Speak & 
Listen habits to build stronger teams and  
drive better business outcomes. While we are 
moving in the right direction, we want — and 
need — to accelerate change. In the spirit  
of Seek, Speak & Listen, we will continue 
seeking out and listening to ensure that we 
foster a culture of belonging and inclusion. 

With nearly 142,000 team members across 
the U.S. and in over 65 countries, we remain 
committed to recruiting, supporting and 
developing diverse talent. 

  Learn more about our team and the actions 
we’re taking to recruit, support and develop 
diverse talent while creating an inclusive  
culture where everyone is seen, heard,  
valued and respected in the 2022 Global 
Equity, Diversity & Inclusion Report.

Gender1 Race and Ethnicity2

76.3% Men

23.2% Women

0.5% Undisclosed

71.9% Men

24.6% Women

3.4% Undisclosed

67.1% White

14.6% Asian

7.4% Hispanic/Latino/a/x

6.6% Black

0.8% Native American

0.7% Paci�c Islander

2.3% 2 or More Races

32.7%
Racial and Ethnic

Minorities

24.6%
Women

23.2%
Women

U.S. OverallU.S. Overall International Overall

+.3pt +.3pt +1.5pt

U.S. Veterans3

 
Veterans

14.6% -.2pt

U.S. Disability4

Self-ID  
participation rate

Self-ID as having  
a disability

28% 6.4%

U.S. LGBTQIA+5

Gender identity self-ID 
participation rate

Sexual orientation self-
ID participation rate

7.1% 6.1%
Above data based on voluntary, confidential self-identification by employees.

1.  All data on gender is collected globally. Numbers for gender may not total 100% due to team members who identify  
as non-binary or who choose not to disclose. Data is segmented to show U.S. and International, which indicates 
 team members outside the U.S. 

2.  Race identification formatting was changed in 2021 to more correctly reflect the identities of employees. Race and 
ethnicity data reflects the U.S. workforce only. Numbers may not total 100% due to inclusion of people who choose  
not to disclose or due to rounding. Racial and ethnic minority representation includes Asian, Black, Hispanic/
Latino/a/x, Native American, Pacific Islander and Two or More Races as defined by the U.S. Equal Employment 
Opportunity Commission.

3.  A veteran is defined as a person who served in the active military, naval, or air service and who was discharged  
or released therefrom under conditions other than dishonorable. 

4.  A disability is defined as a physical or mental impairment or medical condition that substantially limits a major life 
activity, or a history or record of such an impairment or medical condition.

5.  LGBTQIA+ is a term that includes people of all genders and sexualities, such as lesbian, gay, bisexual, transgender, 
questioning, queer, intersex, asexual, pansexual and all others.

 pt change from previous year
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Accenture 360° Value Report 2022

Accenture provides detail that helps readers understand their diversity, equity and inclusion goals, practices 
and progress.

Accenture 360° Value 
Report 2022 Report

Overview                  Sustainability                Talent                Inclusion & Diversity                 Client                  Experience                 Financial                 Reporting & Data
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We treat inclusion and diversity like every other business 
priority—we set goals, share them publicly, collect data to 
continuously improve and hold our leaders accountable.  
We announce our goals because we believe transparency  
builds trust and holds us to a higher level of accountability.

As a business priority, inclusion and diversity at Accenture  
starts at the top with our Chair and CEO and our Board of 
Directors. Our Board demonstrates this commitment with  
56% of our director nominees racially and ethnically diverse*  
and 56% women, including our Chair and CEO Julie Sweet.  
We expect leaders at all levels to help create and sustain a 
culture of equality where everyone can achieve their  
professional and personal aspirations.

Our areas of focus include advancing inclusion and diversity for:

• Women
• Racial and ethnic minorities 
• Persons with disabilities 
• Lesbian, gay, bisexual, transgender, intersex and queer 

(LGBTIQ+) people 
• People from different cultures 
• People with different religious and faith-based traditions

We focus on additional areas such as age and social mobility  
as determined by our local markets. 

Embedding I&D in 
everything we do
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Increase our race and ethnicity representation by 2025*
United States: 

African American and Black colleagues represent 
12.1% of our workforce, achieving our goal to increase 
African American and Black colleagues from 9% to 12%, 
ahead of schedule. 

African American and Black colleagues represent 
4.2% of our managing directors, approaching our goal  
to increase managing directors from 2.8% to 4.4%.

Gender equality

Race and ethnicity

Women now represent 47% of our workforce,  
closing the gap toward our goal to achieve gender  
parity—for those whose gender is binary—by 2025.

Inclusion & Diversity goals & progress

29% of our managing directors are women,  
approaching our goal to grow the percentage of 
women managing directors to 30% by 2025.

United Kingdom: 

Black** colleagues represent 5.1% of our 
workforce and 12 of our managing directors, on the 
path to our goal to increase Black colleagues from 
4% to 7% and more than double the number of our 
Black managing directors to 16 or more.

Hispanic American and  Latinx colleagues represent 11.1%  
of our workforce and 4.5% of our managing directors, on the  
path to our goal to increase Hispanic American and Latinx  
colleagues from 9.5% to 13% and managing directors from  
3.5% to 4.7%.

South Africa:  

African Black colleagues represent 44.4% of our workforce.  
We continue our journey to increase African Black colleagues  
from 45% to 68%.  

Coloured*** colleagues represent 9.8% of our workforce,  
on our path to increase Coloured colleagues from 6% to 10%.

African Black, Coloured and Indian managing directors 
represent 55.5% of our managing directors, on the path to 
increasing African Black, Coloured and Indian managing  
directors from 39% to 70% with a focus on African Black  
and Coloured representation.

*For the purposes of this report, racial and ethnic diversity of our directors is       
 based on self-reported EEO-1 categories. Please see our 2022 Proxy Statement  
 for further information.

*     Data in goal statements is reflective of announcement date—for the U.S., September 1, 2020,  
       and for the U.K. and South Africa, October 1, 2020. Progress data is as of December 1, 2022.  
       It includes our people who have self-identified their race and ethnicity through our 
       internal channels. 

**   Black includes Black/Black British colleagues who have self-identified as being of African and Caribbean heritage or with dual heritage of White and Black African or White and  Black Caribbean.

***Coloured is a multiracial ethnic group native to Southern Africa who have ancestry from more than one of the various populations inhabiting the region, including  Khoisan, Bantu, Afrikaner, Whites, Austronesian, East Asian or South Asian.
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Increase our race and ethnicity representation by 2025*

United States:
African American and  
Black colleagues represent 12.1%  
of our workforce, achieving our goal  
to increase African American and  
Black colleagues from 9% to 12%,  
ahead of schedule. 

African American and  
Black colleagues represent 4.2% 
of our managing directors,  
approaching our goal to increase 
managing directors from 2.8% to 4.4%.

Hispanic American and  
Latinx colleagues represent 11.1%  
of our workforce and 4.5% of our 
managing directors, on the path to our 
goal to increase Hispanic American and 
Latinx colleagues from 9.5% to 13% and 
managing directors from 3.5% to 4.7%.

*    Data in goal statements is reflective of announcement date—for the U.S., September 1, 2020, and for the U.K. and South Africa, October 1, 2020. Progress data is as of December 1, 2022. It includes our people who have self-identified their race and ethnicity through our internal channels. 

**  Black includes Black/Black British colleagues who have self-identified as being of African and Caribbean heritage or with dual heritage of White and Black African or White and Black Caribbean.

***Coloured is a multiracial ethnic group native to Southern Africa who have ancestry from more than one of the various populations inhabiting the region, including Khoisan, Bantu, Afrikaner, Whites, Austronesian, East Asian or South Asian.

United Kingdom:  
Black** colleagues represent 5.1% 
of our workforce and 12 of our 
managing directors, on the path to 
our goal to increase Black colleagues 
from 4% to 7% and more than double 
the number of our Black managing 
directors to 16 or more.

South Africa:  
African Black colleagues 
represent 44.4% of our  
workforce. We continue our  
journey to increase African Black 
colleagues from 45% to 68%.  
 
Coloured*** colleagues represent 
9.8% of our workforce, on our path 
to increase Coloured colleagues 
from 6% to 10%.

African Black, Coloured and 
Indian managing directors 
represent 55.5% of our managing 
directors, on the path to increasing 
African Black, Coloured and Indian 
managing directors from 39% to 
70% with a focus on African Black 
and Coloured representation.

Our goals & progress
Gender equality Race and ethnicity

Women now represent 
47% of our workforce, 
closing the gap toward our goal to 
achieve gender parity—for those whose 
gender is binary—by 2025.

29% of our managing 
directors are women, 
approaching our goal to grow the 
percentage of women managing 
directors to 30% by 2025.
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Fostering disability 
inclusion
We strive to ensure that our people with disabilities have 
access to the latest technology, tools and training to 
succeed in a barrier-free workplace. Our global Disability 
& Neurodiversity Inclusion Council defines our priorities, 
measures progress and helps advance our disability  
inclusion agenda.

Our Accommodation Support Tool enables our people  
with disabilities to easily access assistive technology, flexible 
work arrangements, sign language interpreters, screen readers 
and more. This innovative tool, designed to make the request 
process easy, private and personalized, is available  
in 43 countries.

Our award-winning Abilities Unleashed disability inclusion 
leadership development program provides opportunities 
for our people with disabilities to feel empowered, plan their 
career journeys, build their network and collaborate across  
the company.

We continue to create a safe environment for our people with 
disabilities to self-identify and, as of December 1, 2022, more 
than 11,500 of our people have done so.

Accessibility Centers
Our global network of Accessibility Centers offers persons 
with disabilities and their teams the unique tools, support 

and technology they need to thrive in their roles. The centers 
include a wide range of assistive technology solutions for 
diverse needs, including hearing, vision, mobility and cognitive 
solutions, and disability prevention technology such as 
ergonomic keyboards. Importantly, they also offer a space to 
collaborate and exchange ideas about how we can support 
our people so that everyone, regardless of disability, is able  
to access opportunities to learn, grow and thrive. Currently,  
we have built 34 Accessibility Centers around the world with 
more to come.

Application accessibility
We are working to build accessibility practices into everything 
we do and to help provide our clients with the tools and 
the knowledge they need to implement those practices 
themselves. We have been on a journey to make interactions 
with our most heavily used, internally developed enterprise 
applications as accessible as possible for our people. Our 
journey will continue to focus on embedding accessibility 
requirements into every stage of the enterprise IT life cycle.

Expanding impact with clients
Our Accessibility Activation Centers at our Advanced 
Technology Centers in India help us work with our clients 
to embed accessibility into their solutions through inclusive 
and accessible design. They offer a wide range of specialized 
services to help clients strategize, design and build inclusive 
applications; conduct audits on existing applications; and 
remediate for compliance with A, AA and AAA level Web 
Content Accessibility Guidelines. The Centers enable our 

clients to offer sustainable and inclusive digital channels  
to their consumers, employees, partners and communities, 
helping them increase the reach and revenue of client 
products and services by addressing the digital accessibility  
needs of more than 1 billion people globally living with  
some form of disability.

Disability Inclusion Champion 
Network
Our Disability Inclusion Champion Network of approximately 
35,000 advocates worldwide brings our people together 
regularly to collaborate, network and support the community. 
We partnered with PurpleSpace’s global Purple Light Up 
initiative to celebrate the contributions of our people with 
disabilities, lighting up 29 of our locations.

Neurodiversity inclusion
Our neurodiversity employee network grew to over 900 
members globally as of October 2022. Our employee network 
is partnering with our Global Inclusion & Diversity team to 
drive new, employee-led efforts to increase neurodiversity 
awareness and education.

Overview                  Sustainability                Talent                Inclusion & Diversity                 Client                  Experience                 Financial                 Reporting & Data

36
0

°  
Va

lu
e 

Re
po

rt
 2

0
22

 
60Overview                  Sustainability                Talent                Inclusion & Diversity                 Client                  Experience                 Financial                 Reporting & Data

Our Pride at Accenture community has more than 90 
employee networks and over 119,000 lesbian, gay, bisexual, 
transgender, intersex and queer (LGBTIQ+) Allies in all 
countries in which we operate. The networks are instrumental 
in driving progress toward our talent strategy goals, supporting 
recruitment initiatives and talent development activities, as 
well as collaborating externally with our ecosystem partners. 

We provide specialized training, networking support and 
mentoring for our LGBTIQ+ people and help promote a 
workplace where everyone feels they belong and can thrive. 
Since 2018, more than 650 people have participated in 
LGBTIQ+ Leaders Learning, which provides high-potential 
LGBTIQ+ people and Allies with the information, tools and 
support to continue to build their careers and develop into 
LGBTIQ+ role models and leaders.

Same-sex and transgender 
health benefits
To be inclusive of LGBTIQ+ people—and all other sexual 
orientations, gender identities or gender expressions—around 
the world:

Advancing 
LGBTIQ+ 
inclusion

• Equal access to medical plans for LGBTIQ+ employees and 
their partners through Accenture-sponsored medical plans 
is offered to 100% of our people where legally allowed or 
available in the market.* 

• We offer coverage for transgender-inclusive health care to 
95% of our people through Accenture-sponsored medical 
plans or government-provided plans, where legally allowed 
or available in the market.*

Our self-ID programs, where legally permitted, provide 
our people with the option to voluntarily share information 
about themselves—such as their gender identity and sexual 
orientation. Additionally, our people can share their pronouns 
in their internal online company profile.

Advocating for equality
We are proud to be recognized as a corporate leader that 
supports LGBTIQ+ people and the broader community. 
Accenture is a founding member of the Partnership for Global 
LGBTI Equality, a coalition of 22 leading multinational 
companies and six nonprofit organizations in partnership with 
the World Economic Forum and the United Nations Office of 
the High Commissioner for Human Rights. The UN Standards 
of Conduct provides a platform to accelerate LGBTIQ+ 
workplace inclusion globally by driving the adoption of the UN 
Standards of Conduct for Business: Tackling Discrimination 
against Lesbian, Gay, Bi, Trans, & Intersex People. We have 
been recognized among the Stonewall Top Global Employers 
for seven years, and our Pride at Accenture employee network 
was named 2022 Network of the Year.

Cultivating cross-
cultural diversity 
Our people are given the resources and training they need to 
collaborate and work effectively across cultures. This year, we 
recognized our more than 20,000 champions and trainers for 
their work and passion in this space.

We promote cross-cultural diversity throughout the year 
by profiling stories of our champions and trainers and local 
activities—including observing World Day for Cultural Diversity 
for Dialogue and Development on May 21 and celebrating 
of #NewYearsAcrossAccenture traditions from our people’s 
cultures and countries around the globe. 

*Excludes recently acquired entities. 
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https://www.accenture.com/content/dam/accenture/final/corporate/corporate-initiatives/sustainability/document/360-Value-Report-2022.pdf
https://www.accenture.com/content/dam/accenture/final/corporate/corporate-initiatives/sustainability/document/360-Value-Report-2022.pdf
https://www.accenture.com/content/dam/accenture/final/corporate/corporate-initiatives/sustainability/document/360-Value-Report-2022.pdf
https://www.accenture.com/content/dam/accenture/final/corporate/corporate-initiatives/sustainability/document/360-Value-Report-2022.pdf


Looking Ahead
Companies should monitor the ripple effects of the U.S. Supreme Court’s ruling, the letter from certain 
Republic state attorneys general, and other challenges on corporate DEI programs and disclosures. At a 
minimum, we suggest companies disclose the "why" of their DEI and social justice initiatives and explain 
how they tie back to their core business value and value creation. In addition, a company’s DEI efforts and 
disclosures should be thoroughly vetted by legal counsel, including any previously announced DEI goals 
around recruitment, to mitigate any unnecessary legal risk.  

To date, however, the anti-DEI backlash being experienced in the U.S. has not slowed down advances in 
ESG corporate reporting regulations or voluntary frameworks development and alignment. The United 
Nations Sustainable Development Goals (UN SDGs), the UN Global Compact, the UN Guiding Principles on 
Business and Human Rights, the Global Reporting Initiative (GRI) Standards, the Just Capital Rankings and 
Scorecard, and the Workforce Disclosure Initiative (WDI), among others, require different levels of DEI, 
human rights and social justice commitments and/or disclosures from companies. While the newly released 
International Sustainability Standards Board (ISSB) Standards (which now subsume the recommendations of 
the Task Force on Climate-related Financial Disclosures (TCFD) and the existing Sustainability Accounting 
Standards Board (SASB) industry standards) focus only on financially material sustainability disclosures, 
depending on a company’s industry and value chain relationships, racial and social justice issues may need 
to be disclosed. 

Possibly the biggest set of changes coming, however, may be the newly released European Sustainability 
Reporting Standards (ESRS) under the European Union’s Corporate Sustainability Reporting Directive 
(CSRD). Not only do the ESRS require disclosures related to a company’s own workforce, workers in its 
value chain, affected communities, and consumers and end users of its products or services, but also 
compliance with the EU’s Corporate Sustainability Due Diligence Directive (CSDDD). We suggest that  
U.S. companies start thinking now about if and how CSRD may apply to their business and corporate  
ESG reporting.
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https://sdgs.un.org/goals
https://sdgs.un.org/goals
https://unglobalcompact.org/what-is-gc/our-work/social
https://unglobalcompact.org/library/2
https://unglobalcompact.org/library/2
https://www.globalreporting.org/
https://justcapital.com/rankings/
https://justcapital.com/rankings/
https://shareaction.org/workforce-disclosure-initiative/workforce-disclosure-initiative-faqs
https://www.ifrs.org/issued-standards/ifrs-sustainability-standards-navigator/
https://www.efrag.org/lab6?AspxAutoDetectCookieSupport=1
https://www.efrag.org/lab6?AspxAutoDetectCookieSupport=1
https://www.labrador-company.com/wp-content/uploads/sites/2/2023/09/41909478_2_CSRD-Thought-Piece_clean_R193.pdf
https://www.labrador-company.com/wp-content/uploads/sites/2/2023/09/41909478_2_CSRD-Thought-Piece_clean_R193.pdf
https://commission.europa.eu/business-economy-euro/doing-business-eu/corporate-sustainability-due-diligence_en
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About Labrador
Labrador exists to offer the science of transparency to corporations 
wishing to communicate effectively with their readers.

Our experienced and passionate team is composed of attorneys, 
designers, project managers, thinkers and web developers. We 
collaborate together around a process that encompasses drafting, 
editing, designing and publishing across all digital and print channels. 

We are thrilled that communications prepared by Labrador have 
contributed to trustful relationships between our clients and their 
readers, whether investors, employees or other stakeholders. 

In turn, our commitment to our clients has resulted in 
meaningful long-term relationships with some of the most 
respected public and private companies in the world. 

contact-us@labrador-company.com

Labrador 
1737 Ellsworth Industrial Blvd NW 
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Atlanta, GA 30318 
(404) 688 3584
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