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After the murder of George Floyd ignited nationwide protests, 

corporate America acknowledged it could no longer stay silent and 

promised to take an active role in confronting systemic racism.

From Silicon Valley to Wall Street, companies proclaimed “Black 

lives matter.” JPMorgan Chase CEO Jamie Dimon adopted the pos-

ture of former NFL quarterback Colin Kaepernick’s protests against 

police brutality and took a knee with bank employees. McDonald’s 

declared Floyd and other slain Black Americans “one of us.”

Now, more than a year after America’s leading businesses assured 

employees and consumers they would rise to the moment, a Wash-

ington Post analysis of unprecedented corporate commitments 

toward racial justice causes reveals the limits of their power to rem-

edy structural problems.

Apple and AbbVie, Facebook and Pfizer, Johnson & Johnson and 

Procter & Gamble, and other top corporations made broad claims 

about what they would do, pledging to be a force for societal change 

and to fight racism and injustice, including violence against Black 

Americans.

Where and how they dedicated their money became the most vis-

ible signs of their priorities.

To date, America’s 50 biggest public companies and their founda-

tions collectively committed at least $49.5 billion since Floyd’s 

murder last May to addressing racial inequality — an amount that 

appears unequaled in sheer scale.

Looking deeper, more than 90 percent of that amount — $45.2 

billion — is allocated as loans or investments they could stand to 

profit from, more than half in the form of mortgages. Two banks — 

JPMorgan Chase and Bank of America — accounted for nearly all of 

those commitments.
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Meanwhile, $4.2 billion of the total pledged is in the form of out-

right grants. Of that, companies reported just a tiny fraction — 

about $70 million — went to organizations focused specifically on 

criminal justice reform, the cause that sent millions into the streets 

protesting Floyd’s murder by a Minneapolis police officer.

The $4.2 billion in grants, to be disbursed over as long as a decade 

in some cases, represents less than 1 percent of the $525.6 billion 

in net income earned by the 50 companies in the most recent year, 

according to data from S&P Global Market Intelligence.
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“Corporations are not set up to wield their power for the greater 

good as much as we give them credit for, a lot of times,” said Phillip 

Atiba Goff, a professor at Yale University who co-founded the Center 

for Policing Equity. “They are constrained by things they feel they 

need to do to manage their brand in a world where Black liberation 

does not have consensus.”

It will be difficult to assess whether corporations deliver measur-

able results. There is no single entity tracking the corporate prom-

ises. Nor are corporations required to report on where all of their 

money is going or its impact.

“Because these are pledges, there isn’t any one entity that will be 

holding these organizations accountable,” said Una Osili, an associ-

ate dean at Indiana University who leads the research and publica-

tion of Giving USA, the annual report of American philanthropy. 

While Osili is hopeful about the corporate efforts, she added: “I 

A person’s shadow is cast last year on a mural of George Floyd at a memorial in 
Minneapolis. (Salwan Georges/The Washington Post)
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wonder about the follow-through — whether the will will be there 

in three to four years to continue to lift up these issues.”

The Post analyzed data provided by 44 of the 50 most valuable com-

panies, along with public statements and company reports, to track 

pledges made after May 2020 to charitable organizations as well as 

loans and investments.

So far, 37 companies have confirmed disbursing at least $1.7 billion 

of the $49.5 billion pledged. Seven of the companies that provided 

data on their racial justice commitments refused to outline how 

much they had already spent.

The analysis shows that public companies are devoting the most 

resources to promoting upward economic mobility for Black people, 

through increased opportunities for homeownership, entrepreneur-

ship and education.

Among the investments aimed at narrowing the racial wealth gap is 

the $28 billion in housing and business loans in Black and Latino 

communities that JPMorgan Chase has pledged, with the goal of 

moving 40,000 families into homeownership over the next five 

years. PayPal is investing $500 million in Black and Latino financial 

institutions and venture capital funds. Google is donating $50 mil-

lion to historically Black colleges and universities to increase Black 

representation in the tech sector.

“Education is a fairly noncontroversial, conservative impulse in 

terms of corporate donations,” said Robert E. Weems Jr., a professor 

of business history at Wichita State University, “when in fact George 

Floyd as a catalyst specifically had to do with criminal justice and 

policing.”



AUGUST 24, 2021 www.washingtonpost.com PAGE 6  

 



AUGUST 24, 2021 www.washingtonpost.com PAGE 7  

 



AUGUST 24, 2021 www.washingtonpost.com PAGE 8  

 

In the new commitments to racial justice since Floyd’s death, the 

companies are expanding beyond traditional philanthropy, incor-

porating racial justice initiatives in their regular course of business. 

In addition to the external financial commitments analyzed by The 

Post, the companies said they are diversifying their workforces up 

to the highest-paid C-suite jobs as well as increasing their purchases 

of goods and services from Black-owned businesses.

Profit-driven corporations will not propel transformational change 

with money alone, experts say. That will require corporate and gov-

ernment policy changes aimed at addressing the historic destruc-

tion of Black wealth, said Mehrsa Baradaran, a law professor at the 

University of California at Irvine whose research focuses on finan-

cial inclusion and the racial wealth gap.

“The answer to these massive problems is not in capitalism doing 

better or more. It’s not going to come from philanthropy. It’s not 

going to come from promises. It’s got to be a policy change,” said 

Baradaran, who has informally advised companies on impact 

investing.
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“We don’t want just benevolent billionaires and nicer, softer, more-

woke monopolies. We want an economic structure that allows for 

more mobility, and we don’t have that.”

Homeownership

A t a new Chase branch in south Minneapolis, home lending 

advisers have begun scanning for-sale listings in Black and 

Latino neighborhoods, looking for properties where they 

could erect yard signs advertising $5,000 home buyer grants.

The grants, created to defray down payment and closing costs, are 

central to JPMorgan Chase’s $8 billion nationwide effort to boost 

Black homeownership by tens of thousands of families over the next 

five years in hopes of increasing generational wealth.

But the initiative by the United States’ largest bank would make 

only a tiny dent in a systemic problem fueled by the industry’s long 

history of lending discrimination. Some economists and civil rights 

advocates warn that it could even widen racial disparities because it 

explicitly targets place — not race.

That risk is especially salient in a city such as Minneapolis, which 

has the country’s biggest homeownership gap — 27 percent of Black 
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families own homes compared to 76 percent of White families, 

according to an Urban Institute analysis of 2019 Census data.

Banks are allowed under federal civil rights law to create what’s 

known as Special Purpose Credit Programs to increase lending to 

Black consumers and other disadvantaged groups if their normal 

lending practices result in racial disparities.

But banks tend to craft such credit assistance programs very conser-

vatively to avoid legal challenges — to the point where the intended 

beneficiaries may not always benefit the most, said Lisa Rice, presi-

dent and chief executive of the National Fair Housing Alliance who 

serves on JPMorgan Chase’s consumer advisory council.

JPMorgan Chase’s home buyer grants are available to anyone who 

qualifies for a loan to buy a home in Black and Latino neighbor-

hoods regardless of race, allowing White borrowers with more 

wealth than Black borrowers to access the same financial benefits. 

Civil rights experts say that could have the unintended effect of fur-

ther increasing gentrification and displacement.

“If the problem that JPMorgan Chase is trying to solve is the wealth 

gap between Blacks and Whites, then they need to be aware of the 

fact that their strategy in Minneapolis might not get us where we 

need to go,” said Samuel L. Myers Jr., an economist at the University 

of Minnesota whose research examines the effectiveness of race-neu-

tral remedies to racial inequality.

Bank officials say they are closely monitoring internal data on grant 

recipients for signs of gentrification and are prepared to adjust the 

program if necessary.

To make a significant difference, the homeownership grants should 

be tied to Black borrowers — not just majority-Black neighborhoods, 

some civil rights advocates and housing attorneys say.
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JPMorgan Chase officials say matching financial incentives to census 

tracts that are predominantly Black or Latino — even if beneficiaries 

may be White — is the closest the bank could legally get to targeting 

race.

“The banks are being very judicious because they don’t want to be 

accused of reverse discrimination,” said Rice, who is pushing federal 

regulators to issue better guidance outlining how lenders can legally 

use race in special credit programs to boost Black homeownership. 

“I’ve had long conversations with JPMorgan Chase. They would like 

to do more. They need the regulatory framework in order to do that, 

and we are working to make that happen.”

The Consumer Financial Protection Bureau issued an advisory in 

December clarifying that banks could craft credit programs designed 

to specifically benefit Black consumers and encouraging lenders to 

do so given existing racial disparities in the credit market.

Expanding homeownership depends on a complicated mix of bor-

rowers’ savings, income and credit scores combined with the avail-

ability of credit — all of which are affected by the practice of target-

ing Black borrowers for subprime loans and decades of redlining, 

when banks denied Black borrowers or charged them more to 

purchase homes in minority neighborhoods.

Rice and Myers recommend that banks analyze their own lending 

data to discover the top reasons for loan denials to Black borrowers 

— then devise credit programs that address issues such as racially 

biased credit scoring and appraisals that undervalue homes in 

Black neighborhoods.

Nationally, Black applicants were more than twice as likely as 

Whites to be denied conventional home-purchase loans in 2019, and 

Black borrowers who did receive loans were charged higher rates, 

according to the CFPB.
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JPMorgan Chase’s racial equity commitment includes $8 billion for 

40,000 new mortgages and $4 billion for 20,000 refinances over 

the next five years. The $12 billion combined would represent a 28 

percent increase over the bank’s home lending to Black and Latino 

borrowers from 2019, when $8.7 billion of the nearly $85 billion 

in home loans it originated went to Black and Latino borrowers, 

according to JPMorgan Chase.

(The bank is also allotting $14 billion in financing for affordable 

rental housing, $2 billion in small-business loans and more than $1 

billion for philanthropy.)

“This is our largest lending commitment to Black and Latino com-

munities,” said Mark O’Donovan, chief executive officer of home 

lending at Chase who is overseeing the initiative. “When you look at 

household formation trends in the next 10 years, there are massive 

opportunities in these demographics.”

Riverside Plaza in Minneapolis opened as a mixed-housing initiative for high- and 
low-income residents. The complex of six high-rise buildings now offers subsidized 
housing. (Jenn Ackerman for The Washington Post)
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Bank of America, meanwhile, has pledged an additional $15 bil-

lion toward expanding homeownership to at least 60,000 low- and 

moderate-income families over the next five years. Borrowers will 

be eligible for below-market fixed interest rate mortgages with no 

down payments or closing costs and grants of up to $17,500. Nei-

ther the race of the borrower nor the neighborhood is taken into 

account — only the income levels for the person and area, but the 

bank expects Black borrowers to benefit substantially because many 

low- and moderate-income neighborhoods are also predominantly 

Black.

Nationally, the 30 percentage point difference between Black and 

White homeownership amounts to about 5 million households. 

JPMorgan Chase and Bank of America account for just over 6 

percent of the market share for home mortgage originations. Com-

bined, their initiatives would only reach about 100,000 households 

over five years.

Wells Fargo, which represents nearly 5 percent of the market share, 

had made a $60 billion lending commitment in 2017 to increase the 

number of Black homeowners by at least 250,000 over 10 years. So 

far, the bank says it has made $18.6 billion in mortgages to 72,758 

Black borrowers.

“These are loans they were supposed to make if they didn’t discrim-

inate,” William E. Spriggs, a Howard University economist and chief 

economist to the AFL-CIO, said of the Black homeownership com-

mitments by the nation’s banking giants. “This is small by compari-

son given their moral deficit and given what they make.”

JPMorgan Chase, Bank of America and Wells Fargo have previously 

settled claims for charging Black and Latino home buyers higher 

rates than White borrowers with similar financial profiles. All three 

banks had denied the allegations of discrimination.
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JPMorgan Chase officials said they decided to set 40,000 additional 

home loans to Black and Latino borrowers as a realistic target after 

an analysis of census tract demographics, credit scores and bank 

branch presence.

To help reach the goal, the bank has begun opening branches in 

lower-income communities where residents have traditionally relied 

on payday lenders, rendering themselves credit invisible even if 

they made timely payments.

At the Chase branch in south Minneapolis, which opened last fall 

two miles from where George Floyd was killed, community lending 

advisers market the $5,000 grants at free home-buying seminars 

and through local real estate agents and nonprofits.

Experts say the grants could help borrowers who have the income 

to cover monthly mortgage payments but not enough in savings for 

a down payment. But the availability and terms of the mortgage 

loans offered by JPMorgan Chase — especially interest rates — will 

be critical to determining the impact of the initiative.

JPMorgan Chase declined to outline how many Black families have 

already obtained mortgages, details about the types of loans being 

made or the demographics of home buyers receiving down payment 

grants, saying the bank plans to report on its progress in the fall.

“The nation has seen these commitments be made very publicly, 

and we are waiting to see what these commitments result in,” said 

Tawanna Black, founder and chief executive of the Center for Eco-

nomic Inclusion, a Twin Cities-based nonprofit that has advised 

JPMorgan Chase on its Minneapolis expansion. “Because it was 

spurred by George Floyd’s murder, how will this community change 

because of it?

“How will life be different in five, 10 years as a result?”
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Black banks

The deposits started soon after George Floyd’s death: tens of 

millions of dollars from some of America’s largest companies 

to a small Black-owned credit union in Mississippi.

First came $10 million from Netflix, followed this year by $10 mil-

lion each from PayPal and Nike, along with smaller deposits from 

Thermo Fisher Scientific and other corporations.

“We pretty much went from $0 to $54 million in corporate deposits 

over the past year,” said Bill Bynum, chief executive and founder of 

Hope Credit Union.

The influx of corporate deposits to Black-owned banks and other 

financial institutions — more than $1 billion in all from the 50 com-

panies surveyed by The Post — is supposed to enable the undercapi-

talized banks, historically founded to serve Black people, to make 

more home and small-business loans in low-wealth communities.

But the cash and corporate goodwill come with complications. 

Some banks were unable to absorb all the money that corporations 

wanted to deposit. Many Black banks lack the shareholder equity 
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required by regulators to cover potential losses and protect depos-

its, which customers can withdraw at any time.

So what these banks need most is equity — long-term investments 

that allow them to take on more deposits that they then use to 

make loans.

Without additional equity, Bynum said, Hope Credit Union is lim-

ited in its ability to lend to Black families across the Deep South 

who are shut out from the traditional banking system. Residents in 

communities without access to banks and credit unions — nearly a 

third of Black neighborhoods nationwide, compared to just a tenth 

of White ones — are instead more likely to rely on predatory lend-

ers who charge exorbitant rates for mortgages, car notes and emer-

gency loans, research shows.

“Deposits are great, but they should be matched by a 10 percent 

contribution of equity capital,” Bynum said. “That will enable Black 

banks and credit unions to absorb more deposits and put them to 

work.”

Many companies remain reluctant to invest the equity that banks 

need to mitigate risk.

“That wasn’t going to work with what we were given authority to do 

and what works for our business,” Netflix treasurer Shannon Alwyn 

said. While she said Netflix has no plans to withdraw its deposits, 

having that option is important. “For us, liquidity was definitely a 

factor.”

Her colleague Aaron Mitchell, human resources director at Netflix 

Animation Studio, began researching the possibility of investing 

in Black banks last spring, before Floyd’s murder, when he saw the 

disproportionate impact of the coronavirus pandemic on Black-
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owned businesses. He and his colleagues read “The Color of Money: 

Black Banks and the Racial Wealth Gap,” and spoke with the author, 

UC-Irvine law professor Mehrsa Baradaran, about how Black banks 

have been systemically starved of the capital they needed to thrive.

Two days after Floyd was murdered, Mitchell emailed Netflix CEO 

Reed Hastings and proposed that the entertainment giant move 

$100 million — approximately 2 percent — of its cash holdings into 

Black banks.

“That sounded like a meaningful number,” Mitchell said. “And look-

ing at the amount of cash we had, it was a small enough number 

not to cause too many alarm bells.”

Six weeks later, Netflix transferred $10 million to Hope in a rolling 

three-month certificate of deposit, the company’s first deposit into 

a Black bank. It has since expanded its efforts beyond Black banks, 

A customer uses an ATM outside a Hope Credit Union in Jackson, Miss., on Feb. 8. 
Soon after George Floyd’s death, the bank started receiving large deposits from some 
of America’s biggest corporations. (Rogelio V. Solis/AP)
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moving an additional $60 million into financial institutions that 

support Black communities.

Few companies outside major banks such as JPMorgan Chase, Bank 

of America and Wells Fargo are making equity investments in Black 

banks, Bynum said. The big banks are expected by law to meet the 

credit needs of underserved communities, and regulators consider 

their record of doing so when evaluating applications for mergers, 

acquisitions and branch openings.

And so Bynum is turning to a U.S. Treasury program launched this 

spring aimed at injecting $9 billion in capital into minority and 

community lenders.

Bynum said he plans to apply for $108 million in U.S. Treasury funds 

— which would quadruple Hope’s equity. That would allow Hope to 

expand lending in impoverished communities across the Black Belt, 

offering a more affordable alternative to subprime lenders.

“The role of government is closing opportunity gaps that market 

forces like corporations are not equipped to adequately serve,” 

Bynum said. “When the market fails, government should step in. 

And the market has historically failed — and continues to fail — 

communities of color.”

When CEOs began issuing public statements in response to Floyd’s 

murder, Bynum had reached out to Dan Schulman, president and 

chief executive of PayPal, with whom he had previously traveled the 

country promoting a documentary about the impact of payday lend-

ing.

PayPal ultimately committed $400 million to Black- and Latino-

focused financial institutions, including deposits of $10 million in 

Hope and $50 million in Optus, a Black-owned bank in Columbia, S.C.
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Franz Paasche, one of the PayPal executives who oversaw the initia-

tive, said the company went out of its way to structure its deposits to 

be helpful to Black banks. For example, PayPal directly deposited only 

$10 million in Optus Bank last year, with the remaining $40 million 

temporarily deposited in $250,000 chunks in other banks — and earn-

ing interest for Optus — until Optus was able to raise enough equity 

to add another $20 million to its balance sheet in July.

Dominik Mjartan, Optus president and chief executive, said he used to 

spend at least an hour explaining the value of Black banks to potential 

investors — if they even bothered returning his calls.

“Post-George Floyd that conversation is 30 seconds. You now have 

enough enlightened White folks who at least pretend they believe in 

this work. And that’s awfully meaningful to us. I don’t even question 

their motives. I say, ‘Yes! We’re here,’ ” said Mjartan, a White longtime 

community banking executive who became an investor and CEO of 

Optus four years ago.

Now, some of the money even comes unsolicited. But he worries the 

newfound interest in Black banks won’t last.

“What happens in three years if everyone calls their money back 

and meanwhile I’ve made a bunch of 10-year loans to Black-owned 

businesses on Main Street?” he said. “What a bank like ours needs is 

patient investors. You cannot reverse a 400-year legacy of carefully 

constructed systemic racism with a two- or three-year deposit.”
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Criminal justice

Corporate executives called out rogue officers for repeatedly 

perpetrating horrific crimes against Black Americans. They 

condemned excessive use of force by police in Black communi-

ties. And they committed to addressing disparities in the criminal 

justice system.

Despite their strong statements after George Floyd’s murder, com-

panies hesitated to pour vast sums into the core issue that sparked 

last summer’s racial justice demonstrations.

Compared to their support for economic mobility, they pledged 

much lower amounts to groups focused on criminal justice and 

police reform, including those connected to Black Lives Matter, the 

most visible movement addressing police brutality.

The issue of criminal justice reform — governed by the public sec-

tor, with less clear paths for results — may simply be too new or too 

divisive for corporate America, experts said.

Companies that did contribute appear more willing to put money 

toward efforts to change habitual offender laws and reduce cash 

bail than police reform, said Darren Walker, president of the Ford 
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Foundation and with whom CEOs have consulted widely on their 

responses to Floyd’s murder.

“Black Lives Matter involves more issues around policing,” Walker 

said. “It’s a more combustible issue.”

At least 36 companies gave to criminal justice or civil rights orga-

nizations, but the donations added up to a small proportion of the 

total grants.

Corporations pledged only 2 percent, or $70 million, of the grants 

identified in The Post’s analysis to organizations that focused spe-

cifically on criminal justice — such as the Equal Justice Initiative, 

a nonprofit focused on ending mass incarceration and wrongful 

convictions, which drew donations from at least 18 companies.

They pledged another 2 percent of their donations to broad civil 

rights groups such as the NAACP Legal Defense and Educational 

Fund and the National Urban League, which work on voting rights, 

economic opportunity and education, as well as criminal justice 

reform.

Just eight of the 50 companies — Apple, Microsoft, Amazon, Google, 

Oracle, Coca-Cola, PepsiCo and Qualcomm — disclosed contribu-

tions to nonprofits directly connected to the Black Lives Matter 

movement — a decentralized social movement that includes groups 

such as local Black Lives Matter chapters, the Movement for Black 

Lives and the Black Lives Matter Global Network Foundation.

Companies are saying “we understand the business piece, we 

understand the education piece, but we don’t understand the 

piece around criminal justice and police reform and we want to 

learn more,” said Bruce Haynes, whose communications firm, Sard 

Verbinnen & Co., advised companies after Floyd’s murder.
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The issue may simply be too polarizing, he said. “There’s just much 

less of a consensus in our society about what police reform ought to 

look like and how far it should go.”

Cisco CEO Chuck Robbins tweeted in June last year that the tech 

company would be donating $5 million to a handful of racial justice 

groups, including Black Lives Matter. “We need ACTION to eradi-

cate racism, inequality, and injustice,” Robbins wrote. “This is just 

the beginning.”

A year later, the company has yet to donate to Black Lives Matter.

“After further consideration and assessing where we’d have the 

biggest impact, Cisco committed funding to several social justice 

organizations including NAACP Legal Defense Fund and Equal Jus-

tice Initiative,” Shari Slate, Cisco’s chief inclusion and collaboration 

officer, said in a written statement.

Demonstrators for racial justice march last year near the Minnesota Governor’s 
Residence in Saint Paul. (Salwan Georges/The Washington Post)
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Other companies said they chose to give to long-standing partners 

rather than groups specifically affiliated with the Black Lives Matter 

movement.

Leaders within the Movement for Black Lives, a national network of 

more than 150 organizations, said they did not seek corporate dona-

tions — and even declined some — because they did not want the 

movement to be used by corporations seeking to bolster their brands.

“Many of these companies pledging to give money to racial justice 

efforts exploit Black workers and extract wealth from Black commu-

nities, which goes directly into the pockets of their wealthy stake-

holders,” said Charles Long, who helps oversee fundraising at Move-

ment for Black Lives.

The Black Lives Matter Global Network Foundation, which has 

described itself as a fundraising and grantmaking entity of the 

movement, declined to comment for this story.

Melina Abdullah, a Pan-African studies professor at California State 

University at Los Angeles and co-founder of the Los Angeles chap-

ter of Black Lives Matter, said she would have liked to see more 

corporations “push the envelope on racial justice.”

“Saying Black Lives Matter is one thing,” she said, “but saying we 

gave money to Black Lives Matter might mean something else.” She 

said that while Black Lives Matter is focused on transforming polic-

ing, it also gave out grants to Black-owned businesses and Black 

Americans impacted by covid-19. “What if corporations had said, 

‘You know what, we’re going to team up with them?’ We could have 

given away far more,” Abdullah said.

Among the firms that detailed their donations toward criminal 

justice, Microsoft pledged $51 million — the most of any company 
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— including $250,000 to the Black Lives Matter Global Network 

Foundation.

The company also expanded a 2017 criminal justice initiative to 

include funding for a national network of violence prevention 

offices. Microsoft’s efforts have grown to seven full-time employees 

and partnerships with nearly two dozen nonprofits.

“The technology community is keenly aware of the over-incarcer-

ation in this country, in part because they are younger, more lib-

ertarian, and they view the idea of incarceration with skepticism,” 

Walker said.

Google parent Alphabet donated $6 million toward criminal justice 

reform, including $1 million to the Movement for Black Lives and 

$1 million to the Center for Policing Equity.

Susan Burton, co-founder of the Formerly Incarcerated Convicted 

People and Families Movement, said her group received its largest 

corporate gift ever following Floyd’s murder — a $1 million unso-

licited donation from Nike’s Jordan Brand and Michael Jordan that 

accounts for nearly a fifth of the group’s annual operating budget. 

The money helped to pay fines and fees for formerly incarcerated 

individuals as well as register them to vote.

Yet she often found the grant application process for racial justice 

pledges announced by other corporations unclear and says she 

believes causes like incarceration are still “too far of a reach” for 

some companies.

Some companies said donations do not account for all the ways 

they have advocated for criminal justice reform over the past year. 

The Business Roundtable, which represents the CEOs of more than 

200 companies, has dedicated nearly 20 percent of its advocacy 
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budget to pushing for bipartisan legislation on police reform, a BRT 

spokeswoman said.

The BRT in April also launched a coalition focused on giving adults 

with criminal records a chance at employment, with major employ-

ers such as Walmart and JPMorgan Chase starting to recruit for-

merly incarcerated workers.

At AT&T, which led the BRT’s police reform initiative launched 

last summer, efforts by legislative and public affairs staff members 

to advance police reform policy have become part of their perfor-

mance evaluations. AT&T’s Western region president, Ken McNeely, 

said teams of employees and outside lobbyists testified in hearings, 

wrote letters and met with lawmakers in 21 states where legislation 

to reform policing has since passed.

“Our financial contributions to support police reform is but a slice 

of the pie,” McNeely said. “We actually took a more direct route: 

Filing testimony or a letter of support in our name — using our 

brand — is in many instances more impactful than giving money to 

a third party.”
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Education

T he elite historically Black colleges and universities in Atlanta 

attracted a corporate windfall after George Floyd’s murder, 

benefiting from more than $46 million of the nearly $345 

million that America’s biggest companies pledged to HBCUs and 

other minority-serving institutions.

Bank of America gave $10 million to launch the Center for Black 

Entrepreneurship at Spelman and Morehouse colleges, along with 

other grants. Apple pledged $25 million for a 50,000-square-foot 

academic center and business incubator in the Atlanta University 

Center, whose virtual classes will be accessible to any HBCU stu-

dent.

And Google in June announced a $50 million donation aimed at 

building the notoriously low Black representation in the tech industry, 

allotting $5 million each to Spelman and Clark Atlanta University.

The colleges in the Atlanta University Center weren’t the only high-

profile Black institutions that drew outsize corporate attention. 

Companies surveyed by The Post pledged more than $8 million 

to Howard University, which is the wealthiest HBCU to report an 
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endowment, at $712 million, to the National Association of College 

and University Business Officers. Other colleges whose endowments 

rank among the top 10 HBCUs — North Carolina A&T State Univer-

sity and Florida A&M University — drew at least $12 million and $7 

million, respectively.

(Even the top HBCU endowments still trail the average 2019 uni-

versity endowment of nearly $1.4 billion reported by U.S. News and 

World Report.)

The infusion of corporate dollars into well-known Black institu-

tions deepens the long-standing gap between wealthier schools and 

lower-profile ones that have historically drawn little corporate sup-

port.

Companies identified grants to more than 50 of the 101 accredited 

HBCUs. At least 22 of those schools received less than $100,000 — 

mostly for campus improvements sponsored by Home Depot.

“Just like in all of higher education, those that are the most well-

known with the largest endowments get the most money. It would 

be nice to have a little more parity,” said Walter Kimbrough, 

president of Dillard University, a small liberal arts HBCU in New 

Orleans.

Dillard received just under $500,000 in corporate gifts, including 

a $125,000 grant from PayPal to research and propose policy solu-

tions to the racial wealth gap and a $200,000 grant from Verizon 

for esports development and scholarships.

Corporations look to invest in HBCUs with degree programs that fit 

their talent needs — often larger institutions with broad research 

infrastructure, said Terrell Strayhorn, provost at Virginia Union 

University, where he is also the director of the Center for the Study 
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of HBCUs. He has fielded many calls from corporations over the 

past year seeking input on the top schools in certain research areas.

It can be challenging for corporations to build relationships with 

smaller schools that lack the resources to invest in marketing, 

Strayhorn said. “We’re going to have to think about that as a sector 

because it’s only going to continue to widen the gap between the 

haves and the have-nots among HBCUs.”

Corporate donations are often earmarked for specific programs, an 

understandable instinct for businesses, Strayhorn said. But he said it 

would help if more of the philanthropy suddenly flowing to HBCUs 

came without restrictions, such as the $560 million in grants that 

billionaire MacKenzie Scott, the former wife of Amazon founder and 

Washington Post owner Jeff Bezos, made to HBCUs last year. Schools 

are best positioned to know their students’ needs, whether that 

means building an on-campus child-care facility, overhauling the 

library or providing transportation for students, Strayhorn said.

Walter Kimbrough is president of Dillard University, a small liberal arts HBCU in New 
Orleans. (Sabree Hill/Dillard University)



AUGUST 24, 2021 www.washingtonpost.com PAGE 29  

 

HBCUs are engines of social mobility to the Black middle class. 

Although HBCUs represent only 3 percent of all U.S. universities, 

they confer 17 percent of bachelor’s degrees (and a quarter of the 

STEM degrees) earned by Black Americans, according to a recent 

McKinsey report crediting HBCUs for vaulting many low-income 

students into the top quintile of income earners.

At Dillard, three-quarters of the students are eligible for Pell Grants, 

federal aid reserved for the most low-income students.

Beyond direct aid to universities, companies also gave to several 

larger umbrella efforts to strengthen HBCUs: Cisco committed 

$100 million for networking, security and collaboration technology, 

Thermo Fisher Scientific dedicated $25 million to expand campus 

coronavirus testing, and Wells Fargo donated $5.6 million for finan-

cial literacy campaigns.

In addition, corporations contributed $29 million to scholarship 

programs directly benefiting HBCU students such as the United 

Negro College Fund.

Some institutions say they are starting to see their financial for-

tunes turn with donations that — while not on the scale of the 

money flowing to the big-name schools — are among the largest 

some have ever received from corporations, according to adminis-

trators who oversee fundraising.

The law school at North Carolina Central University in Durham 

received a $5 million pledge from Intel to fund a tech policy center. 

Intel is expected to help develop curriculum, establish certificate 

programs and a patent trademark boot camp, provide internships, 

and recruit from the law school, said Gia Soublet, vice chancellor of 

institutional advancement.
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Fundraising from corporate donors more than tripled to $4.2 mil-

lion in the second half of 2020 at Louisiana’s five-campus Southern 

University System, the only Black university system in the country, 

said Alfred Harrell, CEO of the Southern University System Founda-

tion in Baton Rouge.

Anthony Holloman, the vice president of university advancement at 

Fort Valley State University in Georgia, said he believes that recent 

corporate pledges to HBCUs have encouraged private donors to give 

to lesser-known schools like his, where fundraising has doubled 

over the past year.

Chevron’s $1.1 million gift last fall amounts to more than double the 

company’s previous annual donations in its long-standing support 

for students pursuing careers in geosciences, Holloman said. Private 

donors followed with a $250,000 gift and another worth nearly half 

a million dollars, he said.

“When the corporate money starts to come,” he said, “that raises the 

ante for anyone of significant means.”

Abha Bhattarai contributed to this report.

CORRECTION
An earlier version of the story incorrectly included a personal pledge 
from Michael Jordan in the $140 million commitment offered by Nike 
based on information provided by the company. The correct figure for 
Nike’s commitment is $90 million, which excludes the $50 million 
commitment from Michael Jordan personally. As a result, numbers 
were adjusted in two charts and a reference in the text to the $1 million 
donation to the Formerly Incarcerated Convicted People and Families 
Movement is now correctly attributed to Nike’s Jordan Brand division 
as well as Michael Jordan. The total commitments to criminal justice 
reform amount to $70 million instead of $71 million.
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Methodology
To analyze corporations’ commitments to racial justice after the murder of George Floyd, 
The Washington Post reached out to the country’s 50 largest companies as determined 
by market capitalization in April, pulled from S&P Global Market Intelligence, and asked 
each for information on new external financial pledges — including donations, loans and 
investments — made to racial justice causes since May 2020. In total, The Post collected data 
about financial commitments from 44 companies and their foundations, as well as details 
on areas of giving or specific grant recipients. When companies did not provide information, 
The Post relied on public statements or company reports about racial justice commitments 
where available. For this analysis, The Post also excluded expanded pledges to Black-owned 
suppliers and commitments to groups that do not explicitly benefit Black communities. Using 
company descriptions and grant recipients, The Post categorized financial commitments 
into general areas of support, such as education, criminal justice reform, economic equality 
and health. Reporters also separated out donations and grants from loans and investments. 
In many of the cases, the pledges were made over a number of years, with some financial 
commitments extending to 2030. Some companies provided general areas of support but no 
details on the levels of spending or money already paid out. As such, the dollar amounts in 
this story should be considered minimums.

Edited by Suzanne Goldenberg. Copy edited by Frances Moody. Design and development by 
Betty Chavarria.

A sign left by a protester sits on a fence in Minneapolis shortly after George Floyd’s 
murder. (Joshua Lott for The Washington Post )
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Days had passed since George Floyd’s murder, and Lee Jourdan, 

then Chevron’s chief diversity and inclusion officer and one of the 

highest-ranking Black executives at the oil giant, was struggling for 

the right words. “I’m scared,” he wrote at last in a company blog 
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post. What he needed from his Chevron colleagues was “a collective 

recognition that racism exists” — including at work, “hidden behind 

titles and badges and smiles.”

Over the next year, Jourdan said he saw White senior executives 

striving like never before to understand what it’s like to be Black 

at Chevron. But he was disappointed with the results of Chevron’s 

efforts to increase Black representation at the company.

“It became a battle between how far do we want to lean into this 

and not wanting to turn folks off,” Jourdan, who retired from Chev-

ron in May, said in an interview.

Eighteen months after the country’s leading businesses pledged 

to address racial inequality within their ranks, a Washington Post 

review of the 50 most valuable public companies reveals that Black 

employees represent a strikingly small fraction of top executives — 

and that the people tapped to boost inclusion often struggle to do 

so.

According to the analysis, only 8 percent of “C-suite” executives — 

the highest corporate leaders, often those reporting to the CEO — 

are Black.

At least eight companies — Walmart, Nvidia, Cisco, Pfizer, T-Mobile, 

Costco, Honeywell and Qualcomm — list no Black executives among 

their leadership team as of December, according to information 

they supplied to The Post.

The percentage of Black executives in the C-suite equals or sur-

passes America’s Black population of 12 percent at 10 companies. 

Within that group, Black executives made up at least 20 percent of 

the C-suite at five companies — Merck, UPS, AT&T, UnitedHealth 

Group and Home Depot.



DECEMBER 15, 2021 www.washingtonpost.com PAGE 3  

 

Fourteen companies declined to share the racial composition of 

their top executives.

The review also shows that the diversity chiefs whom companies 

have increasingly relied on to foster inclusive workplaces and 

expand career opportunities for underrepresented groups are often 

not adequately empowered.

Only 13 companies include their diversity chiefs in top leadership, 

the review showed. Without that seat at the table, some current and 

former chief diversity officers say they have limited influence and 

authority to push through their initiatives.

(Callaghan O’Hare for The Washington Post)

“It became a battle between how far do we want to 
lean into this and not wanting to turn folks off.”

— LEE JOURDAN, CHEVRON’S FORMER CHIEF DIVERSITY AND INCLUSION OFFICER



DECEMBER 15, 2021 www.washingtonpost.com PAGE 4  

 

Diversity chiefs face pressure to create opportunities for all under-

represented groups, including women and LGBTQ employees. But 

many say special attention must be paid to Black employees, who 

typically trail other racial demographics in senior leadership ranks. 

Since Floyd’s death, more corporations are beginning to acknowl-

edge the role racial bias has played in how Black employees are 

treated and evaluated, hampering their chances of promotion. How-

ever, some diversity chiefs and consultants question how corporate 

America will respond to an increasing public backlash.

“At the end of the day, I measure success by what’s happening with 

Black representation in these organizations,” said Rosalind Hudnell, 

Intel’s longtime chief diversity officer who retired in 2018. “If you 

have a chief diversity officer and their CEO has said ‘we care about 

Black lives’ and there are no Black lives in the C-suite, success has 

not been achieved.”

The Business Roundtable, which represents the CEOs of more than 

200 companies, declined to respond on the record to The Post’s 

findings and instead pointed to its members’ efforts to advance 

racial equity since Floyd’s death, including “creating opportunities 

for employees of color to take on managerial positions.”

“Real progress has been made, and Business Roundtable CEOs know 

that much more is needed to close the racial wealth gap and address 

other inequities faced by communities of color,” the BRT wrote in 

November in the one-year update to its racial equity initiative.

Since Floyd was killed by police in May 2020, the 50 biggest com-

panies have pledged nearly $50 billion toward racial justice causes, 

according to a previous Post analysis. Virtually all have reported to 

shareholders a renewed commitment to diversity and inclusion.
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Mentions of “diversity” and “inclusion” in annual reports filed to the 

Securities and Exchange Commission jumped sixfold from 2019 to 

2020, according to a Post analysis. In 2020, 46 of the 50 companies 

included at least one diversity-related word in their filing. Just 17 did 

so in 2019. The word “racism” did not appear.

Chevron added a “Diversity and Inclusion” section to its 2020 SEC 

report — but only in reference to promoting “neurodiversity” and 

supporting “women reentering the workforce” — not race.
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A Chevron spokeswoman said the SEC filing describes measures 

intended to “further advance” the company’s diversity and inclusion 

practices.

While 27 of the 50 companies surveyed by The Post report tying a 

portion of executive compensation to diversity measures — with 

McDonald’s, Google, Procter & Gamble, PayPal, Apple and Wells 

Fargo having made the change since Floyd’s murder — few outline 

the criteria for determining such awards. Wells Fargo, for example, 

compensates senior leaders for increasing gender, racial and ethnic 

representation in executive ranks.

And while pay equity studies, a tool used to identify racial dispari-

ties, are now widespread, more than a dozen companies do not 

break out minority groups by race, confining their reports to White 

and minority employees. Company statements on having success-

fully achieved pay equity often mask gaps between how different 

minority groups are faring.

“Companies say they want to tackle systemic racism, but people are 

so uncomfortable talking about race,” said Mary-Frances Winters, 

whose consulting firm works with corporations on diversity, equity 

and inclusion. “Most of our clients do not want to talk about ‘white 

supremacy’ culture. They are most comfortable using terms like 

‘belonging’ and ‘inclusion’ because they are nice terms.”
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Building empathy in the C-suite

As millions took to the streets to protest Floyd’s death, Jourdan 

sensed momentum behind efforts to address systemic racism within 

corporate America — including at Chevron. To his surprise, the 

company tweeted “black lives matter” and proclaimed support for 

“all those seeking systemic change.” CEO Mike Wirth shared Jour-

dan’s blog post and urged employees to reflect on their biases.

“Here was an opportunity to really lock in our racial equity plan 

while everybody was still up in arms about what happened,” Jour-

dan said he thought at the time.

But he said he had to tread carefully, mindful that the energy indus-

try was relatively conservative and more White than other sectors. 

Black people represent 4 percent of oil and gas workers. (ExxonMo-

bil, for instance, is one of the corporate giants that doesn’t have a 

diversity chief. Instead, a spokesman said diversity is a priority that 

is spread throughout the company.)

And while some companies rushed to embrace Juneteenth as a paid 

holiday, Chevron does not grant employees the day off to mark Mar-

tin Luther King Jr.’s birthday, a federal holiday since 1983.

Every year, Black employees looked to him to get it done, Jour-

dan said. And every year, he was charged with explaining why the 

answer would be no. That did not change with Floyd’s death.

“I had to put the corporate hat on and I would say, ‘Chevron does 

provide a floating holiday so if it’s important to you, you can take 

it off,’ ” Jourdan said. “I would like to have seen Chevron give MLK 

Day as a holiday. It was never comfortable saying no to them, but I 

had to choose my battles.”
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Chevron said it encourages employees to use their “personal choice” 

day for any holiday the company does not recognize.

Jourdan instead focused on changes he felt were more immediately 

deliverable — such as injecting a measure of accountability into the 

“diversity objective” long required of every Chevron employee as 

part of their annual performance review.

In the past, he said, “sometimes people would say they attended a 

Hispanic event and had some Mexican food.” Now employees can 

choose from a list of options such as joining an employee network 

representing different backgrounds or reading about critical race 

theory and other topics.

But his overarching objective was to give Black people a better shot 

at competing for top assignments and executive positions. Jourdan 

and his boss Rhonda Morris, the chief human resources officer who 

at the time was Chevron’s sole Black C-suite executive, started by 

getting White senior leaders to learn more about the routine biases 

Black employees face at work.

Jourdan recalled watching a video, along with top executives, in 

which one Black manager shared the hurt and embarrassment 

she felt while waiting in a conference room to meet with another 

manager, a White woman, who peered into the room several times 

before realizing that she was in the right place.

Black employees also met regularly with C-suite executives one-on-

one to help them empathize with what it’s like to be Black at Chev-

ron — “so they understand the head winds that we face that they 

don’t have to face,” Jourdan said. Often the only Black person in the 

room, Jourdan said he is always conscious of how negative stereo-

types play into how he is treated by his White peers. “You have to 

prove that you are more than what they perceive a Black man to 

be,” he said. “You’re always starting in a hole.”
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Chevron declined to make any White executives available for an 

interview. Wirth has said that Chevron is deeply engaged in inter-

nal discussions about understanding biases and assumptions about 

Black colleagues.

“What are the things that I may not be as consciously aware of as I 

should?” Wirth told the Milken Institute, an economic think tank, 

last year. “What should we be doing better inside the company to 

create opportunities?”

Jourdan faced more difficulty persuading Chevron to provide Black 

employees with official “sponsors” in senior leadership — mostly 

White men who could advocate for them, replicating the informal 

networks that have long benefited other mostly White men. “It’s a 

hidden path to success that people are not aware of and don’t have 

access to,” Jourdan said.

Lee Jourdan showcases an award he received. Black people represent 12 percent of 
the U.S. workforce, but just 4 percent of oil and gas workers. (Callaghan O’Hare for The 
Washington Post)



DECEMBER 15, 2021 www.washingtonpost.com PAGE 12  

 

Jourdan was able to convince the chief financial officer to pilot a 

formal sponsorship program open to high-performing employees 

from all demographics. But many executives have yet to embrace 

sponsorship, seeing it as preferential treatment, Morris said.

“Sponsorship is something that could get someone’s back up, mak-

ing our progress not as fast as I’d like it to be,” Morris said. “If you 

push something on someone, it’s not going to work.”

Jourdan and Morris have had other successes in addressing sys-

temic racism. They persuaded Chevron to introduce stronger 

measures to root out bias in promotions. The company started by 

training and assigning “inclusion counselors,” neutral observers, to 

sit in on twice yearly job assignment and promotion meetings to 

listen for biases and help decision-makers avoid “group think.” If an 

employee was not shortlisted for a promotion because no one in the 

room knew that candidate well, the inclusion counselor may advise 

that the committee take the time to talk to someone who does.

In the past year, the company has built on this by examining racial 

disparities in project assignments, performance rankings, and attri-

tion and promotion rates, and started mitigating for hidden bias. 

“Sometimes we look at the end game and say we’re being objective, 

that this is a meritocracy and we’re promoting so-and-so because 

they have high performance, worked on the right projects, net-

worked — and all three of those things are influenced by subjectiv-

ity and bias,” Jourdan said.

Jourdan said he had pushed Chevron to publicly share promotion 

data disaggregated by race, but the company was not yet ready to 

do. Transparency would go a long way toward dispelling assump-

tions of the White male majority that people of color are getting all 

the promotions, he said.
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“That’s where Chevron needs to go deeper — to make sure leaders 

really understand the root of those issues,” he said.

Morris said Chevron is on a “transparency journey” and shared 

candidate demographics and the names of colleagues who sit on job 

selection teams with employees during its 2020 restructuring.

Creating space

Jourdan’s views about opportunity were shaped by his upbring-

ing in Rowland Heights, Calif., in the 1960s and early ’70s. The 

only Black people in town, he said, were the five members of his 

immediate family — his mother, a teacher and mathematician who 

computed numbers by hand for aeronautical programs similar to 

the women depicted in the movie “Hidden Figures”; his father, who 

rose from a shoeshine boy during the Great Depression to a logisti-

cian on President Ronald Reagan’s Star Wars nuclear defense pro-

gram; and his two brothers.

Jourdan’s views about opportunity were shaped by his upbringing in Rowland Heights, 
Calif., in the 1960s and early ’70s. The only Black people in town, he said, were the five 
members of his immediate family. (Callaghan O’Hare for The Washington Post)
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Despite his parents’ achievements, Jourdan recognized that skills 

and drive alone do not guarantee success. There must also be 

opportunity. “They were unicorns,” Jourdan said. “They worked very 

hard and did very well. So it is possible. But the stars have to align.”

A high school gymnast who was recruited into the U.S. Military 

Academy, Jourdan had worked at three other energy companies 

before landing at Chevron in 2003. He became a vice president 

leading Chevron’s business development in Southeast Asia, an 

opportunity he credited to a White executive who he later recog-

nized had been his sponsor.

“What I’ve found makes the difference is someone has to create 

space for you — space that seems to exist already if you’re in the 

majority,” he said.

When he returned to Houston for a role placing senior managers 

around the globe, he asked an analyst to run the numbers on the 

dearth of Black leaders. He was so disheartened by the report that 

he packed his bags in the middle of the afternoon and went home. 

His wife urged him to do something about it, inspiring him to take 

on the role of diversity chief in 2018.

In 2019, at Jourdan’s urging, Chevron became the first major oil and 

gas company to publicly share disaggregated demographic data by 

employee rank and race, he said — information that was already 

being reported annually to the federal government. (Forty of the 50 

biggest companies surveyed by The Post now release such data.)

Black employees represented just 3 percent of Chevron’s executive 

and senior managers, the lowest of any demographic, while minori-

ties overall reached 19 percent of senior ranks. And yet, he said he 

was disappointed that the stark racial disparities revealed by the 

data did not immediately awaken the rest of the company to the 

challenges facing Black workers.
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“When they saw Blacks were lagging, they didn’t consider that 

systemic racism or bias may have played a role,” Jourdan said. “It’s 

taken a lot for people to recognize what’s happening.”

Black employees in senior management inched to 4 percent by the 

end of 2020, when minorities reached 24 percent. And the overall 

percentage of Black employees at Chevron has remained at 8 per-

cent since 2014. Chevron has yet to publish its 2021 figures but a 

spokeswoman noted that there are now two Black executives in the 

C-suite.

“I don’t know if I’ve made as sustainable of a change as I would 

have liked,” Jourdan said.

“Until you really start to hit value points like 
money and promotions, you just don’t move the 
needle.”

— WENDY LEWIS, FORMER CHIEF GLOBAL DIVERSITY OFFICER FOR MCDONALD’S

(Tiffany L. Clark for The Washington Post)
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‘It was like triage’

Across corporate America, the prominence of diversity chiefs rose 

after Floyd’s murder — along with expectations.

At McDonald’s, Wendy Lewis, then the company’s chief global 

diversity officer, recalled senior executives flocking to her as a Black 

woman to learn “the whole critical truth” about Black employees’ 

experiences and seeking her expertise on how to urgently increase 

Black representation in senior ranks.

“We typically do not sit at the innermost table,” said Lewis, who 

retired in September 2020 after four years at McDonald’s. “Over-

night, it was like triage. You became one of the most significant 

players in the organization.”

But as Lewis later discovered, diversity chiefs often do not have 

adequate authority to drive deep change. “You rose to a higher level, 

but you still hit a lot of walls,” she said.

The Post survey found that nearly three-quarters of diversity offi-

cers — a role most commonly held by Black women — at the coun-

try’s biggest companies continue to report to human resources 

rather than the CEO. They often lack control over budgets and 

other resources, hiring and promotions, and business decisions that 

impact corporate profits and losses, key ways of gaining power and 

respect, according to interviews with more than a dozen current 

and former diversity chiefs. Nearly all of the companies surveyed 

said their diversity chiefs had regular access to the CEO.

Even before Floyd’s death, Lewis began discussing concrete ways to 

get executives invested in diversity. She first raised the idea of tying 

total executive compensation to diversity goals during her job inter-

view with McDonald’s.
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“Until you really start to hit value points like money and promotions, 

you just don’t move the needle,” she said. “We say we have these criti-

cal commitments and sometimes to me, the performance outcomes — 

the accountability — weren’t as clear as I would like it to be.”

Too often, she said, diversity goals become “loose and subjective” 

parts of performance reviews, treated like something extra instead 

of prioritized like other business objectives. Diversity work should 

have transparent expectations, measurements and financial rewards 

if it’s to be seriously valued, she said.

Ultimately, Lewis decided she could be more effective working inde-

pendently as a consultant.

In February, five months after Lewis’s departure, McDonald’s 

announced that 15 percent of executive bonuses would be based on 

increasing representation within leadership for women and his-

torically underrepresented groups and creating a strong culture of 

inclusion.

While she said she would have liked to see higher percentages of 

executive compensation tied to diversity goals — not just bonuses — 

Lewis praised the move.

“They have created a value around what is considered leadership 

performance,” she said.

McDonald’s, in announcing the new compensation incentive, said: 

“For the first time in our history, we’re implementing policies that 

hold our leaders directly accountable for making tangible progress 

on our [diversity, equity and inclusion] goals.”

Otherwise, Lewis said, diversity initiatives tend to be crisis driven, 

quick fixes. It’s not enough to hold companywide “courageous 
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conversations,” with Black employees sharing their personal experi-

ences with racism, she said; managers should also focus on address-

ing the racism.

The backlash

At Chevron, as more months passed since Floyd’s death and the 

country’s political divisions widened, Jourdan said his ability to 

communicate frankly about race and privilege was sometimes met 

by more internal resistance.

Following the Jan. 6 assault on the U.S. Capitol by supporters of 

President Donald Trump, Jourdan penned a company blog post on 

privilege, juxtaposing the lack of immediate military response to 

the rioters — nearly all of whom were White — to the deployment 

of the National Guard during the Black Lives Matter protests after 

Floyd’s murder.

A collection of awards that Wendy Lewis received during her career. Even before George 
Floyd’s death, she began discussing concrete ways to get executives invested in 
diversity. (Tiffany L. Clark for The Washington Post)
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“The majority White crowd got the benefit of the doubt,” he said — 

just as so often happens at work.

While most of the company responded positively, he said a few 

White colleagues chafed at the concept of White privilege. In a sub-

sequent meeting with Jourdan, one recited an oft-quoted conserva-

tive favorite from Martin Luther King Jr.’s “I have a dream” speech, 

asserting that people should be judged not by the color of their 

skin, but by the content of their character.

To which Jourdan responded: “We do not have an environment that 

allows people to be judged by the content of their character.”

Kevin Schaul, Andrew Van Dam and Scott Clement contributed to 

this report.

Methodology
The Washington Post surveyed the country’s 50 largest companies as 
determined by market capitalization in April, pulled from S&P Global Market 
Intelligence, on their top diversity executives — including race, gender, 
reporting structure and details about shifts in resources and responsibilities. 
The Post also asked about the link between executive compensation and 
company diversity measures, federal demographic data, details about racial 
pay equity and C-suite demographics. In total, The Post collected data from 41 
companies — 4 did not respond and 5 offered only limited responses.

In addition, The Post searched each company’s annual 10-K report to the 
Securities and Exchange Commission from 2016-2020, for mention of words 
including “diversity,” “inclusion,” “equality,” “racial” and “justice.” Uses of 
these words in unrelated contexts were excluded.

McKenzie Beard, Caroline Cliona Boyle, Heather MacNeil, Aneeta Mathur-
Ashton, Vanessa Montalbano, Megan Ruggles, Nick Trombola and Carley 
Welch with the American University-Washington Post practicum program 
helped collect survey data.

Editing by Suzanne Goldenberg. Copy editing by Susan Doyle. Graphics by 
Kevin Schaul. Photo editing by Haley Hamblin. Design and development by 
Betty Chavarria.
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