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The landmark events of 2020 surrounding systemic racism 
and racial equality have led many companies and their 
boards to consider their practices related to diversity, 
equity, and inclusion (DEI). For some, the events present 
an opportunity to reevaluate and enhance current 
practices; for others, they may prompt the exploration and 
implementation of actions and practices to advance DEI, 
within and outside of their organizations, for the first time.

This inaugural “Board Practices Quarterly” explores some 
ways in which companies and boards have responded to 
these recent events and other management- and board-
focused practices pertaining to DEI. It presents findings 
based on an August 2020 survey of members, representing 
more than 200 companies, of the Society for Corporate 
Governance. We would expect the findings to evolve over 
time, particularly as they pertain not only to corporate 
governance, but also to a societal matter, where calls for 
action and change appear to be ongoing and growing.

Board Practices Quarterly
Diversity, equity, and inclusion
Deloitte and the Society for Corporate Governance are pleased to announce the collaborative launch of the Board Practices Quarterly, 
a new series of periodic reports based upon brief surveys of Society members. The Quarterly replaces our long-standing Board 
Practices Report to bring you insights and benchmarking data more frequently.
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1 Public company respondent market capitalization as of December 2019: 43% large cap (>$10 billion); 47% mid cap ($700 million to $10 billion); and 10% small cap (<$700 
million). Private company respondent annual revenue as of December 2019: 59% large (>$1 billion); 29% midsize ($250 million to $1 billion); and 6% small (<$250 million).

Respondent industry breakdown: 33% energy, resources, and industrials; 24% consumer; 24% financial services; 10% technology, media, and telecommunications;  
7% life sciences and health care; and 1% other.

What information does management provide to the board on 
company practices, strategy, and performance related to diversity 
and inclusion? Select all that apply. (159 responses)

Among public company respondents, 61% said their management provides diversity 
metrics to the board, compared with 38% of private companies. On inclusion metrics, 
41% of public companies overall said their boards receive this information, compared 
with 38% of private company respondents. For employment metrics, this is about  
one-third for public and private companies.

Overall diversity and inclusion strategy and progress against that strategy

Diversity metrics (e.g., leadership and workforce representation, recruitment strategies, 
customer diversity, supplier diversity)

Inclusion metrics (e.g., engagement survey results, findings from exit interviews)

Employment metrics (e.g., pay and benefits, promotion inequities, attrition inequities)

No information is provided to the board

Other

59%
41%
33%
13%

3%

63%
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Findings
The findings below pertain to all companies surveyed. Respondents, primarily corporate secretaries,  
in-house counsel, outside counsel, and other governance professionals, represent 91% public companies  
and 9% private companies of varying sizes of market capitalizations, annual revenues, and industries.1  
Where applicable, commentary has been included to highlight differences among respondent demographics. 
The actual number of responses for each question is provided.

Access results by company size and type.

Which of the following (or similar) board committees, if applicable, oversee your company’s 
diversity and inclusion function/strategy? Select all that apply. (172 responses)
Delegating this area of oversight to the Compensation Committee or to the Nominating/Governance Committee were the most 
common responses across all public companies, although nearly a quarter of all public companies (and 38% of small caps) retain 
responsibility at the full board level. Among private companies, the most common responses were oversight responsibility at the 
full board level or “not applicable,” at 36% each.

Compensation (may include 
succession planning, talent, 

management development, etc.)

Nominating/Governance

 No specific committee
(initiatives are addressed at 

the full board-level only)

Other

48% 39% 24% 7% 6% 5% 3% 1%2% 1%

Not applicable

Sustainability

My company has formed or is considering forming a new 
board committee to address racial equality and equity 

and other matters related to diversity and inclusion

Audit Risk

Multiple 
committees

https://www2.deloitte.com/us/en/pages/center-for-board-effectiveness/articles/diversity-equity-and-inclusion.html
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How often are diversity and inclusion related 
matters on the board agenda? (160 responses)
Most commonly, public company respondents have diversity and 
inclusion related matters on their board agendas “annually” (35%); 
the most common response for private companies is “as needed” 
(46%). This is an area that may evolve and normalize over time in 
light of the renewed focus on racial equality, as well as the fact 
that most companies are focused on their pandemic response, 
preservation, and resilience.

Within the last 2–3 months, has your board asked 
for, or has management provided to the board on its 
own initiative, enhanced data and other information 
about company practices, strategy, and performance 
relating to diversity and inclusion? (158 responses) 
Among public company respondents, 57% answered “yes,” 
compared with 38% of private company respondents.

If your board directors/C-suite executives have elected to self-identify their race/ethnicity, please check the 
box that most closely approximates the percentage who belong to a racial or ethnic minority group.  
(Responses: 135 [board]; 128 [c-suite])
Respondents that indicated their board and C-suite had elected to self-identify were 64% and 62%, respectively. Among public companies, 
63% and 61% of the board and C-suite, respectively, elected to self-identify; this was 75% each of the board and C-suite for private companies. 
Of those of those who opted to answer the question, the most common responses as to percentage of the board and/or C-suite that is of a 
racial/ethnic minority were:

 • Large caps: 23% said up to 25% of the board; 27% said up to 12% of C-suite.

 • Mid caps: 23% said up to 25% of the board; 33% said 0% for C-suite.

 • Small caps: 31% said up to 12% of the board; 38% said 0% for C-suite.

 • Private companies: 25% said up to 12% and also up to 25% of the board; 38% said 0% for C-suite.

34% Annually

13% Bi-annually

29% As needed only

3% At every board meeting

14% Other

7% Never

55% Yes

41% No

4% Other

0%

5%

10%

15%

20%

25%

30%

8%

23%

0% ≤ 12% ≤ 25% ≤ 33% ≤ 50% > 50%

19%

Board C-Suite

Excludes those that selected “I choose not to answer 
this question” and internally inconsistent responses.

19%

22%

12%
10%

4% 3% 2%2% 2%

29% 30%

7% 8%

Not applicable: 
the [board] 

[C-suite] has 
not elected to 

self-identify

Not applicable: 
Some but not all 
[board directors] 

[C-suite members] 
have elected to 

self-identify
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Which of the following actions has your company and/or board taken—or intends to take—in response to 
recent events surrounding racial inequality and inequity? Select all that apply. (116 responses) 

0 20 40 60 80 100

100%

100%
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75%

75%

69%

64%

64%

60%

58%

57%

55%

49%

0%

0%

6%

7%

11%

19%

25%

25%

31%

36%

36%

40%

42%

43%

45%

51%

Has taken Intends to take

• Issuing a statement to publicly acknowledge racial injustices and/or the company’s 
position on the matter

• Sending internal communications from leadership, e.g., the CEO, other officers,  
or business unit leaders

• Making a financial commitment to organization(s) focused on addressing  
racial justice

• Holding a townhall and/or other forum to give employees an opportunity to share 
information and experiences, to ask questions, etc.

• Establishing a management-level diversity and inclusion council, advisory group and/
or affinity group

• Partnering with other companies and organizations on diversity-focused initiatives, 
including systemic racism and racial inequality

• Reviewing/updating, if warranted, board composition, recruiting, and succession 
practices to include a focused effort to build a pipeline of diverse candidates

• Hiring a Chief Diversity Officer (or similar position), or elevating the role currently  
in place

• Performing an assessment to understand potential racial inequities and biases,  
and to understand the experiences of the Black and other minority workforce

• Establishing or enhancing company-wide diversity and inclusion strategy  
and practices

• Including at least one underrepresented minority in every slate of candidates for every 
open position or position of a certain type within the workforce (aka "Rooney Rule")

• Establishing new hiring or promotion goals related to workforce and management-
level diversity

• Reviewing/updating, if warranted, executive succession plans to include a focused 
effort to build a pipeline of diverse candidates

• Linking executive compensation to diversity and inclusion metrics  
and performance

• Establishing metrics to support accountability of the diversity and inclusion  
strategy, performance, and execution

• Establishing new policies or practices related to third-party relationships, e.g., 
procurement policies requiring consideration of minority suppliers

Has your company and/or board taken—
or do they intend to take—any actions in 
response to recent events surrounding racial 
inequality and inequity? (194 responses) 
Consistent across all respondents is that most companies 
and/or their boards have taken, or intend to take, actions 
in response to recent events surrounding racial inequality 
and inequity; 71% of public companies and 65% of private 
companies answered this question affirmatively.

70%
Yes

14%
Don’t know

16%
No
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About the Society for Corporate Governance
Founded in 1946, the Society is a professional membership association of more than 3,500 corporate secretaries, in-house counsel, outside counsel and other governance 
professionals who serve approximately 1,000 public companies of almost every size and industry.
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