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Introduction:
[bookmark: _Int_wBIwkyAs]Diversity and inclusion have become central considerations in contemporary organisational management, reflecting the evolving expectations of employees, stakeholders, and regulators. Diversity refers to the differences among individuals in a group, including gender, ethnicity, age, sexual orientation, disability, and cognitive style (Foma, 2014). Inclusion involves the active empowerment of diverse individuals, ensuring they feel valued and respected within the workplace (Korkmaz et al., 2022). Strategically, diversity and inclusion are acknowledged as drivers of innovation, engagement, and organisational performance (Roberson, 2006). Increasing equality legislation, such as the Equality Act 2010 (GOV.UK, 2025), has further reinforced diversity and inclusion as a moral and legal business responsibility. 
[bookmark: _Int_2MWM7GlC]Deloitte, a leading global professional services network, provides auditing, tax consulting, risk advisory, and financial services. The organisation is highly competitive and therefore claims to operate with diversity and inclusivity at the forefront of its company (Deloitte, 2026). 
This report examines Deloitte’s diversity and inclusion initiatives, critically analyse their effectiveness, evaluate their impact on business performance, and provide recommendations to enhance Deloitte’s strategy further.













1. Case Study Selection
1.1 Deloitte Choice Reasoning 
[bookmark: _Int_MV1YlUZk]Known as one of the ‘Big Four’ accounting firms (Bright Network, 2024), Deloitte consistently highlights diversity and inclusion across its website and social media platforms. The firm regularly publishes statistics on equal pay and disability inclusion. For this reason, Deloitte was selected as the focus of this analysis to critically examine its commitment to an inclusive workplace and evaluate how its initiatives influence organisational performance. 

1.2 Deloitte History
[bookmark: _Int_hEkTYJY8]Founded in 1845 by William Welch Deloitte in London, the firm started as an accountancy practice. It expanded rapidly after securing the role of auditor for the Great Western Railway, gaining clients across growing industries including banking, insurance, and other railway companies such as the Great Northern Railway. In 1890, Deloitte opened its first overseas office in New York. During the 1950s, the firm adopted statistical sampling technologies for auditing, supporting its international growth (Ashcroft, 2022). Today, Deloitte operates in over 150 countries and serves almost 90% of Fortune Global 500 companies (Deloitte, 2026). 













2. Analysis of Diversity and Inclusivity Practices 
2.1 Key Initiatives
Deloitte’s inclusion initiatives claim to follow the belief that an inclusive workplace enables all employees to achieve their full potential, as well as driving organisational performance and innovation (Deloitte, 2026). 
2.1.1 Gender Balance Targets
[bookmark: _Int_lhesYdXo][bookmark: _Int_gnE9L8Gl][bookmark: _Int_2u2GmdGL]Deloitte has been monitoring the female representation at the company’s leadership levels since 2019. In 2022, the global executive was made of 23% women, with the board of directors being 33%. While they reached their target of 2023 in 2022, their new goal was to have 40% of women in leadership and partnership roles by 2025 (Deloitte, 2022). In the “Pay & Inclusion Report 2025”, the target has been revised to 37% of women as female partners, while the current figure is at 31% for 2025. Similarly, statistics of new hires for 2025 show 41.6% of early career hires being female as well as 47.6% of experienced hires being female. Also listed in the report is their promise to continue access for menopause support, domestic abuse victims support, and firm-funded private medical insurance. As of 2024, they offered paid leave for both parents facing maternity leave for up to 26 weeks and paid time off for parents whose child is in neonatal care and individuals experiencing fertility treatment. Looking into the gender pay gap within the same report, men overall do receive higher pay than women in 2025. Although the report describes women receiving more bonuses than men by 1.7% (Deloitte Pay and Inclusion Report 2025). 
2.1.2 Ethnic Representation
[bookmark: _Int_QN8KFwW4][bookmark: _Int_jr3NBjwN][bookmark: _Int_kk8Oc86y][bookmark: _Int_9FsUYgK8][bookmark: _Int_VSfbX5as]On the Deloitte website, they state that supporting Black heritage is of vital importance to Deloitte, and therefore they have introduced new initiatives such as “The Deloitte Black Experience” that offers workshops and mentoring for the career development of Black colleagues. “The Future Leaders Programme” offers support for career progression in leadership roles for ethnic minority backgrounds, and “The Ethnicity Council” provides the company with guidance on representation and career progression for ethnic minority background colleagues. In June 2025, 15% of newly promoted partners were from ethnic minority backgrounds, leading to an overall 12% of ethnically represented partners (Deloitte, 2026). The Pay and Inclusion Report 2025 suggests that Deloitte aims to have 25 Black partners and 16% of ethnic minority partners by 2030. By the end of 2025, there were 12% of partners who were from ethnic minority backgrounds and 1% of partners being Black. The report continues to show that 28.1% of early-career new hires in 2025 were from an ethnic minority background, compared to 31.6% of experienced new hires. Deloitte UK has 4.3% Black employees in total, 2.4% being from an ethnic minority background and 20.1% being Asian compared to 52.1% being white (21.1% of individuals in the study are labelled ‘unreported’ or ‘prefer not to say’). Looking at the ethnic pay gap, white individuals receive significantly more pay across the company. Equally, the gaps of bonuses between white people compared to ethnic minorities remain high but overall are lower in contrast to 2024 data. The total pay gap is reduced by 3.1% (median average) from 2025 to 2024 (Deloitte Pay and Inclusion Report, 2025). 
2.1.3 LGBTQ+ Inclusion 
[bookmark: _Int_Po8JrRh1]Deloitte’s LGBTQ+ inclusivity strategy is suggested to be an integral part of the company, encouraging employees to be authentic and thrive at work (Deloitte, 2026). Over the year of 2025, Deloitte aimed to honour this by providing a tailored series of support pages on their internal well-being system. The sexual orientation pay and bonus gap are both reduced from 2024 by 3.1% (median average of pay gap) and by 6.6% (median average of bonus gap); however, the total earning gap has increased significantly by 10.9% (median average) from 2024 to 2025 (Deloitte Pay and Inclusion Report, 2025). 
2.1.4 Disability and Neurodiversity Inclusion 
[bookmark: _Int_vKoFnyLb]Deloitte says they recognise disability and neurodiversity inclusion to mean providing resources and guidance to enable individuals to work to their full potential. In January 2019, during the World Economic Forum Annual Meeting, Deloitte Global pledged its support to the Valuable 500 initiative, reinforcing its organisation-wide commitment to prioritising disability inclusion at the leadership level and embedding it within its global strategy. (Deloitte, 2026). Over 2025, Deloitte has worked with Liz Kendall MP to discuss how businesses can work with the government to offer support and inclusivity for disabled individuals to help them thrive in the workplace. Similarly, the company continues to pledge accessibility across in-person and remote roles. Finally, Deloitte updated their ‘Workplace Adjustments - How To Guide’ to better understand the needs and support of disabled individuals. The pay gap report shows a decrease in the pay gap from 2024 in the lower and lower-middle income categories, although it has increased in the upper middle and upper income categories. The bonus gap has increased (median average) by 2.3% from 2024 to 2025. This means an overall decrease in the total earnings gap by 0.9% (median average) (Deloitte Pay and Inclusion Report, 2025). 
2.1.5 Hybrid and Flexible Working Policies 
[bookmark: _Int_7fYpSNSi]Deloitte claims to understand the choice of flexible and hybrid working is important to many employees, from a quote on their webpage: “Life is about more than work. We believe it’s important for everyone to balance their career with other priorities…” (Deloitte, 2026). The policies involved include hybrid and flexible working, favouring work/life balance for their employees by making most roles hybrid roles; offering equal pay during family leave to all parents (including maternity, adoption, surrogacy, paternity and shared parental leave); a ‘Time Out’ scheme that allows employees to take 4 weeks of unpaid leave at a time that suits them and the business; offering diversity networks to be able to connect and relate to other colleagues within communities and, offering a working environment that supports both the mental and physical health of all employees. Separately, they also offer an emergency back-up childcare service that allows parents to have 5 fully subsidised and 5 part-subsidised sessions of day nursery, a childminder, holiday club, or a home carer (Deloitte, 2026). Hybrid work is supported by accessible resources on their internal ‘My Wellbeing Portal’ (Deloitte, 2023).















2.2 Critical Analysis of Initiatives
2.2.1 Gender Balance Targets
[bookmark: _Int_RYBwwcxP][bookmark: _Int_hJgU4Zdm][bookmark: _Int_03VHu2n9][bookmark: _Int_R4TAVAzj]Deloitte UK has set explicit gender balance ambitions, including a target of 37% female partners by 2030, rising from 13% in 2013 to 31% currently. This progress contributed to recognition as one of The Times’ Top 50 Employers for Gender Equality. Clear policies and targets, including extended parental leave, demonstrate strategic intent and accountability (Deloitte, 2026). However, the 2025 revision of its target from 40% to 37% of women in leadership may suggest an emphasis on achieving realistic targets rather than accelerating structural change at senior levels. Deloitte’s Pay and Inclusion Report (2025) shows men are over-represented in leadership, contributing to the gender pay gap. Research says that formal equality policies alone do not significantly improve women’s representation in leadership (Ali et al., 2025). Structural barriers such as organisational norms, networks and cultural capital persist despite diversity initiatives (Haynes, 2013). A Cornell University case study of women in the software industry found challenges including hostile sexism, lack of recognition and the ‘maternal wall’, recommending visible role models, equal pay, and recognition to improve retention (Trinkenreich et al., 2022). While targets monitor progress, sustainable change requires cultural and structural transformation. 
2.2.2 Ethnic Representation 
[bookmark: _Int_UkAMXoth][bookmark: _Int_90tgPD8s][bookmark: _Int_RqRKg4qb]Deloitte’s ethnicity action plan includes initiatives such as the Deloitte Black Experience, Future Leaders and the Ethnicity Council. The company reports 15% of newly promoted partners are from ethnic minority backgrounds, increasing overall representation to 12% (Deloitte, 2026). Publishing these figures promotes transparency and accountability. However, the 2025 Pay and Inclusion Report 2025 shows only 80.6% of employees disclosed their ethnicity, and 52.1% of employees identify as White, indicating persistent imbalance. Ethnic pay and bonus gaps reflect under-representation at senior levels. Research suggests that barriers such as limited mentoring and unaddressed workplace culture can leave minority employees feeling isolated (Weaver et al., 2025). Although Deloitte’s policies increase awareness, limit disclosure rates, and representation gaps show structural change is still required. 



2.2.3 LGBTQ+ Inclusion 
[bookmark: _Int_tWKFmlYA][bookmark: _Int_PuykU3mN]Supporting LGBTQ+ colleagues through the Proud at Deloitte Network and other wellbeing resources aligns with frameworks like the UN Standards of Conduct for Business in Tackling Discrimination against LGBTI people (Deloitte, 2026). Active employee networks and external commitments demonstrate intent to create safe environments for LGBTQ+ staff. The focus on allyship and wellbeing tools supports inclusion beyond symbolic action (Deloitte, 2026). However, the pay and inclusion report shows that only 69.7% of employees disclosed their sexual orientation, with representation gaps in the upper pay grades. Total earnings in 2025 decreased by a mean average of 19.1% compared to 2024. Deloitte justifies this to be higher concentrations of LGBTQ+ individuals at junior levels (Deloitte Pay and Inclusion Report, 2025). Despite workshops and training, fewer than 50% of individuals report feeling comfortable being open about their sexual orientation at work due to fear of undermining behaviour (Deloitte, 2023). This reflects research suggesting workplace culture is resistant to policy change (Bryan, 2026). While Deloitte’s policies and networks are positive, lasting inclusion means necessary change to deeper cultural change. 
2.2.4 Disability and Neurodiversity
[bookmark: _Int_jvqBZWHv][bookmark: _Int_YgvV1h7K][bookmark: _Int_3mntaWJb]Deloitte is a Disability Confident Employer (Level 2) that has publicly published guides on workplace adjustments and recognises neurodiversity as a strategic inclusion priority (Deloitte, 2026). Deloitte is successful at providing adjustments to disabled and neurodiverse individuals to support them reaching their full professional potential. The tailored support and internal and external networks fully commit to supporting in a multilayered approach rather than merely complying with legal requirements. However, the Pay and Inclusion Report 2025 shows the difference in bonuses given to abled individuals compared to disabled individuals. Similarly, the progress of policies and activities is minimal over the year of 2025. Deloitte’s own research shows that 40% of survey respondents (disabled, neurodivergent or individuals with chronic health conditions) face micro-aggressions, harassment, or workplace bullying. 39% of UK respondents also said that access to workplace role models with disabilities would support an organisation’s inclusive workplace culture (Deloitte, 2024). Deloitte’s policies recognise disability and neurodiversity, but there are still pay gaps in bonuses and a lack of progress in culture change over the year of 2025 as a whole. 


2.2.5 Hybrid and Flexible Working
Deloitte’s hybrid working strategy emphasises trust, choice and flexibility, allowing teams to manage how and where they work to support an improved work-life balance (Deloitte, 2022). Deloitte’s trust-based hybrid model can advance inclusion for employees with caregiving responsibilities, disabilities or health needs. Offering flexible working often leads to greater employee satisfaction and retention (Barnett Waddingham, 2025). However, some roles may implicitly penalise those who spend more time working remotely and can inadvertently increase visibility bias (Santos et al., 2024). Similarly, without clear metrics, hybrid working can reproduce existing inequalities where senior staff benefit more than internal junior groups and access to flexible working becomes unequal in workload and productivity (CIPD, 2025). Saying that, Deloitte’s company structure of offering all employment types across all roles is a strong benefit to a successful global company. However, it is important to manage hybrid and remote working correctly to ensure support for all employees and clear lines of online communication between teams to reduce visibility bias. 
2.2.6 Overall Critical Analysis 
[bookmark: _Int_rZpvci2e][bookmark: _Int_9jamVRE8]Deloitte’s diversity and inclusion policies span a broad set of strategic priorities, and many of these initiatives align with recognised and respected best practices. However, both internal and external research shows that policies need to be carefully managed against focused statistics and directly manage everyday interactions instead to remove barriers and a negative work culture for minority groups. Similarly, managing everyday interactions will combat the presence of tokenism, where diversity is highlighted symbolically rather than a way of celebrating differences and working collaboratively (Lee, 2020). 









2.3 Context Alignments
Deloitte’s policies must align with the UK Equality Act 2010. This legally protects characteristics such as gender, race, disability, and sexual orientation (GOV.UK, 2013). Similarly, the Gender Pay Gap Reporting Regulations 2017 mean that Deloitte is legally obliged to report its gender pay gap data. The Gender Pay Gap Reporting Regulations 2017 is legislation by the UK government that enforces companies of 250 employees and above to officially release gender data (Government Equalities Office, 2018).
Deloitte’s competitive market with the ‘Big Four’ has previously meant competition by long working hours, a client-driven performance culture and partnership promotion models that historically favour uninterrupted career progression (Ashley & Empson, 2016). However, with increased regulation by UK governments, Deloitte are publicly committed to representation goals and breaking down barriers to move to meaningful change. 
[bookmark: _Int_52M4okQj]Deloitte’s diversity and inclusion policies are influenced by broader labour market dynamics. Post-pandemic shifts in employee expectations mean offering flexibility to promote wellbeing. While the UK’s high-skill professional labour market is increasingly competitive, younger generations prioritise inclusive cultures and hybrid working (Deloitte, 2024). However, some groups can face wider inequality from hybrid and remote models of work; this means added management to ensure extra support to offer fairness and equality through roles (Florisson et al., 2021). National data shows persistent employment pay gaps affecting women, ethnic minorities, and disabled people. Organisations are facing both social and economic pressure to address inequality (Office for National Statistics, 2023).









3. Impact on Organisational Performance
3.1 Employee Outcomes 
Academic research consistently links inclusive practices with higher employee job satisfaction. When employees feel respected and included, they are more likely to align with organisational values (Shore et al., 2011). Psychological safety allows individuals to be their authentic self without negative consequences. It predicts employee satisfaction and improved decision-making (Malik & Clarke, 2024), enabling employees to contribute without fear of judgement. Psychological safety and satisfaction are closely correlated, highlighting their importance in building inclusive work environments. 
Creating an inclusive workspace encourages a reduced turnover. For employees, a high turnover rate can mean an unhealthy work culture, while workforce stability reflects collaboration and productivity (Hastwell, 2023). Inclusive cultures lead to stronger engagement, rising morale, and improved performance (Moor, 2026). 
[bookmark: _Int_wCIrzRhS]Deloitte’s inclusion networks and flexible work policies show an interest in improving wellbeing (Deloitte, 2026). Although it does not publish direct job satisfaction data, it emphasises inclusive leadership efforts (Deloitte Pay and Inclusion Report, 2025). Conversely, research suggests inclusive policies must be supported by managerial accountability to achieve meaningful change rather than symbolic impact (Barak et al., 2016).











3.2 Business Outcomes
[bookmark: _Int_d7Od1iCW][bookmark: _Int_e6grrQIh]From an organisational perspective, becoming more diverse and inclusive benefits employees but also the organisation itself. Research shows that diverse organisations outperform competitors in financial metrics (McKinsey & Company, 2023). While Deloitte does not disclose its own financial metrics, research by Deloitte themselves suggests that for every £1 spent on supporting employee mental health and wellbeing, there is around £4.70 ROI for employers (Deloitte, 2024). This demonstrates that investing in employees can generate measurable financial benefits. 
Clients increasingly expect advisory firms to reflect their own diverse values. Deloitte reports that diverse teams improve client understanding and strengthen trust (Deloitte, 2026). Research further suggests that diversity enhances innovation and problem-solving capabilities of a team (Prism, 2023). 
[bookmark: _Int_fNASfAW5][bookmark: _Int_X1TCR7FT]As a global company, creating an inclusive work environment expands access to a greater talent pool. Attracting and retaining diverse talent supports organisational performance, innovation and long-term competitiveness (Hong & Page, 2004).














Conclusion:
[bookmark: _Int_Ymg5ueYe][bookmark: _Int_Enj8IqOV][bookmark: _Int_PyfhsT0H]In conclusion, Deloitte demonstrates a reputable approach to diversity and inclusion. Through clear gender balance targets, ethnicity action planning, LGBTQ+ inclusion networks, disability and neurodiversity initiatives and hybrid and flexible working approaches, the organisation has positioned itself well as a proactive role model within its industry. Its willingness to report transparently and align with legislation suggests Deloitte seeks not only compliance but also industry leadership. Contributing positively to the growing needs of the labour market, they benefit from engagement, retention, psychological safety, client trust, financial metric increase, and competitiveness. 
[bookmark: _Int_LsQDdSpz][bookmark: _Int_44mk6xhx]In contrast, the structural inequalities that still exist within the industry mean that the professional services sector remains non-representative at senior levels. To achieve a sustainable impact, diversity and inclusivity must move beyond numerical representation and policy towards deeper cultural change by managing inclusive behaviours (norms) and equal promotional pathways. Deloitte’s long-term success will depend on reaching targets by transforming the structures that determine progression and leadership.















Recommendations:
1. Increase transparency around progression rates. 
To remain transparent and pledge accountability, Deloitte should publish more internal data about progression, retention and promotion rates across gender, ethnicity, disability, and other intersectional categories, particularly at senior and partner levels. A successful example of this is a competitor, PwC, who publishes recruitment and representation metrics. The company have improved employee confidence and received recognition in external rankings (Woffindin, 2024). This means that increased public reporting may strengthen Deloitte’s accountability and employee confidence in diverse leadership. 
2. Move from target-based diversity to inclusion metrics.
Numerical targets are important to track progression at a statistical level; however, they do not recognise further barriers to already set policy. By internally measuring qualitative data, employees would better be able to communicate to an organisation any continued barriers to equality. An example of this working successfully is at EY. The business developed a “Belonging Index” to measure employees' sense of belonging through anonymous surveys, regular feedback, and psychological safety scores. In turn, this increased retention rates and higher scores on employee engagement (Burt, 2025). This implies that Deloitte should strengthen its capacity to address underlying structural inclusivity challenges. 
3. Introduce independent auditing of diversity and inclusion outcomes.
External audits of the promotion process, pay equity and workplace culture would enhance Deloitte’s credibility as an organisation by reducing bias and lived employee experience. An example of this is Vodafone Group using an external ESG audit from KPMG LLP to assure transparency to consumers and employees over their diversity and inclusivity metrics (Vodafone Group Plc, 2024). By doing this, Vodafone are ensuring their reputation stays credible for public data reporting. Deloitte opting for an external audit would offer the same rewards, such as credibility, accountability, and a true representation of data. 
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