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Shirell A. Gross, Esq., CLC

Member-at-Large

Chris T. Pernell, MD, MPH, FACPM
Member-at-Large

A Message from
the Report Sponsor

On behalf of RWJBarnabas Health (RWJBH), I am very pleased and proud to provide these
thoughts as an introduction to the latest A Seat at the Table report developed by Executive
Women of New Jersey (EWNJ). Our organization has been a long-standing partner of
EWNJ, and we share this group’s vision and passion for driving greater diversity on New
Jersey’s public company boards.
As you will note upon review of this year’s findings, many of the companies located within
our state have made solid progress in making their board membership more reflective of our
residents – particularly around gender diversity. We join with EWNJ in saluting those
companies that have created more opportunities for women at all levels of their organization.
Clearly, however, much more remains to be done with regard to expanding racial diversity
among boards in New Jersey and across our nation. From the data presented within, you
will undoubtedly see that while our nation has become more attuned to the great racial
inequalities which have existed for generations, actions within our C-suites and boardrooms
have not kept pace.
At RWJBH, we are committed to building an organization that reflects the rich diversity
of our state. Several years ago, we began a process of self-reflection to assess our degree of
diversity across our numerous voluntary community boards. The results of this review clearly
pointed to the need for a more concerted effort to identify diverse candidates for board
positions and within our executive ranks. Since that time, we have established a dedicated
subcommittee of our board to focus its energies on solely this topic; the result has been a
marked increase in the number of women and leaders of color to our various boards. While
encouraged with our initial success, board leadership knows that more can and must be done,
and so we shall continue to advance these approaches across our organization.
In this report, you will read case studies from a few well-known corporate thought-leaders on
how they have approached this critical topic. They are incredibly forthright in describing the
internal and external challenges and barriers to success in building C-suites and populating
boardrooms with diverse talent. I continue to learn from their teachings, and trust that you
will do the same within your own companies.
Please join with me in congratulating those companies that are committed to making a
difference in our state with respect to diversity in the boardroom and continue to support
the great work of EWNJ in promoting increased gender diversity on corporate boards in
New Jersey.
Best regards,

Barry H. Ostrowsky
President and CEO
RWJBarnabas Health
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About this Report

A Message from

Executive Women of New Jersey (EWNJ) is enormously proud to present a special
Seat at the Table report and focusing on racial and ethnic diversity on corporate boards
and in the senior leadership of public companies in New Jersey and nationally. Since
2013, EWNJ has tracked and documented the progress of women in gaining access to
board seats and positions in senior executive leadership. Our report and advocacy have
contributed to increases in the number of women on corporate boards in our state. As
our nation continues to grapple with the systemic racial inequities, we felt compelled to
expand our work to include racial and ethnic diversity on boards.
Among the many tragic impacts of of the pandemic has been the mass exit of of women
from the workforce, particularly Black and Brown women, many of whom already face
extreme economic inequality. The lack of racial, ethnic, and gender diversity in senior
corporate governance plays a role in this dynamic, as well as in other long-standing
economic disparities. Pay equity, lack of diversity in leadership, and the exodus of mostly
Black and Brown women from the workforce are all interconnected. In this landmark
report, we explore what it takes to achieve racial and ethnic diversity in the boardroom
and beyond.
While our biennial “A Seat at the Table” reports on gender diversity have demonstrated
progress for women in corporate leadership, progress for Black, Latinx, and Asian Americans,
especially women, has lagged substantially. In this report, we document the number of
Black, Latinx, and Asian American board directors and senior leaders in New Jersey and
nationally. We also track the pace of their progress and explore the institutional barriers
to their advancement. Lastly, we recommend concrete and measurable steps that must
be taken to increase access. These recommendations are based on quantitative data, best
practices that have been proven to increase diversity, and interviews with leaders who are
working to make meaningful change in their organizations.
At the heart of EWNJ’s work is equity and we believe that this moment calls for all of us
to work within our spheres of influence to fight for more equitable and inclusive systems.
Through our ongoing efforts to increase equity for women in the workplace, we know
that advocacy and urgency are integral to change, which is why we are committed to
spotlighting the lack of diversity in corporate leadership and fighting to change it.

Anna María Tejada, Esq.
President of EWNJ
Partner at Saul Ewing Arnstein & Lehr LLP

Courtney McCormick
President Elect of EWNJ
Vice President - Internal Audit Services
at PSEG
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Barbara E. Kauffman, MS
Past President of EWNJ
EVP & COO at Newark Regional
Business Partnership

CONTEXT, CHALLENGES, AND CHANGE

Achieving Racial and Ethnic Diversity in the Boardroom and Beyond
Since 2013, Executive Women of New Jersey (EWNJ) has
produced a report tracking the progress of New Jersey’s
largest companies toward increasing the gender diversity
of their Boards of Directors and executive leadership.
During that time, the report has documented positive, and
sometimes substantial, change. For example, the total
number of board seats held by women in these New Jersey
companies has increased somewhat, from 14 percent to
18 percent, while the percentage of companies with no
women on their boards has declined by almost half - from
30 percent to 16 percent. This pattern is encouraging and
mirrors national trends.

Board seats held by women

2013
14%

2019
18%

Companies with 3 or more
women board members

15%

26%

Companies with no women
board members

30%

16%

Board seats held by women in
NJ Fortune 500 companies

19%

26%

NJ Fortune 500 companies with
3 or more women board members

37%

65%

NJ Fortune 500 companies with
no women board members

5%

0%

Women executive oﬃcers

16%

20%

Companies with no women
executive oﬃcers

37%

20%

Women among top earners

11%

13%

Companies with no women
among top earners

56%

51%

Progress on racial diversity, the focus of this special report,
has been much slower. EWNJ does not track these numbers
for New Jersey companies, but other sources paint a
discouraging national picture. Between 2010 and 2020,
while women’s representation on boards of S&P 500 1
companies more than doubled, from 21 percent to 47
percent, new minority director representation (defined
as African-Americans, Hispanics, and Asians) increased
by only ten points, from 12 percent to 22 percent.2 Given
that these racial/ethnic groups make up 38% of the US
population, this is a substantial gap in representation.

CuRRENT RACIAL & ETHNIC GAPS IN THE BoARDRooM
AFRICAN-AMERICAN
DIRECTORS

HISPANIC
DIRECTORS

ASIAN
DIRECTORS

20%
18% OF THE
US POPULATION

15%

10%

5%

13% OF THE
US POPULATION

HOLD 5% +
BOARD SEATS

6% OF THE
US POPULATION
HOLD 6%
BOARD SEATS
HOLD 3.2%
BOARD SEATS

% OF US
POPULATION

Statistics for specific racial/ethnic groups also demonstrate
diﬀerences in stark detail. A 2021 study by BoardProspects,
a diversity-focused search firm, found that, though AfricanAmericans are thirteen percent of the population, they
hold a little more than five percent of the approximately
27,000 seats among companies in the Russell 3000. Fully
sixty percent of these companies have no Black board
members at all.3 The numbers for Hispanic directors are
even worse; though they make up 18% of the US population,
they hold 3.2% of the 7,602 board seats among Fortune
1000 companies. Seventy-three percent of these companies
have no Latinx directors at all.4 Representation of Asian directors is better (at least in proportional terms); Asians
make up about six percent of the US population and hold
six percent of director seats in S&P 500 companies.5

CoNTEXT – A GRoWING MoBILIZATIoN ARouND
RACIAL INEQuALITY
A number of recent events have combined to increase the
urgency of addressing the lack of diversity in the boardrooms
and leadership of American companies. A crucial motivator
has no doubt been increasing attention to systemic racism
in the wake of police killings of unarmed Black men and
women. During the spring and summer of 2020, thousands
of Americans took to the streets to protest, driven by the
murder of George Floyd and Breonna Taylor (among many
others). The events that prompted these protests were
far from novel, though their visibility and the mass
mobilizations that followed were.6
5
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CONTEXT, CHALLENGES, AND CHANGE
As protests escalated, dozens of major American companies
issued public statements expressing their support for the
Black Lives Matter movement. Corporate giants like Nike,
Twitter, HBO, Citigroup, Starbucks, Wal-Mart, Merck, Bank
of America, PwC and Johnson & Johnson issued statements
condemning the murders and pledging to work to address
racism. The organization, “CEO Action for Diversity and
Inclusion” (ceoaction.com), which had been founded in
2017 by executives at accounting firm PwC*, had attracted
thousands of new members by the end of 2020, and now
lists nearly 2,000 CEOs and Presidents of companies.
Members sign a multi-point pledge committing them to
(among other things):

“

come together to make good on the inherent
promise that all of our people should be able to
bring their best selves to work and unleash their full
potential. By working together toward diversity
and inclusion within our workplaces, industries,
and broader business community, we can cultivate
meaningful change for our society
(https://www.ceoaction.com/pledge/ceo-pledge/).

”

The group continues to be active, and recently issued
statements in support of the verdict in the Derek Chauvin
trial and opposing eﬀorts to restrict voting rights.

The statements and pledges issued by these companies
have had the paradoxical eﬀect of highlighting their own
lack of diversity, however. In the aftermath of protests in
New York, James Gorman, CEO of Morgan Stanley,
expressed his hope that these events would be: “a turning
point in race relations.” 7 Critics quickly pointed to the fact
that only 2.2 percent of Morgan Stanley’s senior executives
were Black. The conflict between their public statements
and the makeup of their leadership has put unprecedented
public pressure on American companies to diversify.
Large institutional investors and other corporate actors are
also applying pressure on racial diversity and transparency.
One key barrier in assessing the rate of progress on diversity is that companies are not currently required to list the
race/ethnicity of their board members in a document that
is publicly accessible. This means that most estimates of
the diversity of boards (including those we discuss in this
report) come from voluntary surveys that rely on samples
of companies. Nasdaq announced in December 2020 that
it would require all companies listed on its exchange to
report the race/ethnicity of their board members and to
6

*PwC sponsors and conducted research for EWNJ's Seat at the Table reports in 2013, 2015, 2017 and 2019.
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have at least two diverse directors, including one who
self-identifies as female and another who is an underrepresented racial/ethnic minority or is LGBTQ. In her
announcement of the policy, Adena Friedman, President
and CEO of Nasdaq, linked economic growth with racial
equality:8

“

Nasdaq’s purpose is to champion inclusive growth
and prosperity to power stronger economies. Our
goal with this proposal is to provide a transparent
framework for Nasdaq-listed companies to present
their board composition and diversity philosophy
eﬀectively to all stakeholders; we believe this listing
rule is one step in a broader journey to achieve
inclusive representation across corporate America.

”

Similarly, in January 2021, State Street Global Advisors
called on companies to disclose the racial and ethnic
composition of their boards. Beginning in 2022, State Street
has pledged to vote against the chair on the Nominating
and Governance Committee of any company that does
not have at least one member of an underrepresented
community on its board.9 The power wielded by large
institutional investors has been a powerful motivator.
As Michael Williams, Board Chairman and Chairman,
Governance Committee for Realogy, put it: “There are
institutional investors… and if you’re sitting there with
twelve white men on your board, you better get moving to
get it right. I think this is actually turning out to be a
tremendous time of opportunity for both women and
women of color, or people of color in those roles.”
Pressure is also growing on the legislative front. California
had already mandated in 2018 that companies located in
the state should have at least one woman on their boards
by 2019, and two or more (depending on company size)
by 2021. In 2020, a new law required that companies have
at least one director from an underrepresented community,
defined as “an individual who self-identifies as Black,
African American, Hispanic, Latino, Asian, Pacific Islander,
Native American, Native Hawaiian, or Alaska Native, or
who self-identifies as gay, lesbian, bisexual, or transgender.”
By the end of 2022, the law requires that companies add
more underrepresented directors in proportion to the size
of their boards. Boards with nine or more members (the
average number of directors on the boards of S&P 500
companies is 11), will be required to have three members
from these groups.10 The New York City Comptroller’s oﬃce
is also asking companies to consider women and people of
color for every open board seat.

CONTEXT, CHALLENGES, AND CHANGE
moving from eleven to thirteen percent. National data
collected by Susan Reed shows that, of the top ten
In September 2020, Wells Fargo CEO Charles Scharf made
companies with the most diverse boards, four had only
headlines when he blamed the bank’s lack of progress on
white executive oﬃcers.13 She sums up her findings in the
meeting its diversity goals on what he saw as a lack of
headline of a recent Washington Post article: “Corporate
qualified minority talent. In a company-wide memo, Scharf
boards are diversifying. The C-suite
wrote: “While it might sound like an
isn’t.” An analysis of Fortune 100
excuse, the unfortunate reality is that
Well
the
fact
of
the
matter
companies
found that 26 have no
there is a very limited pool of Black talent
11
racial/ethnic
diversity at the C+1 level,
to recruit from.” Scharf’s comments –
is, if you don't do something
and six have no ethnic or gender
which were immediately disavowed by
diﬀerent, if you aren’t
diversity at this level.14
others in the company – invoke the
longstanding “pipeline” explanation for a
opportunistic, if you don’t
This would seem to confirm the
lack of diversity. According to this logic,
pipeline metaphor and the arguments
think
broadly
about
companies want to diversify, but there
of those who suggest that there are
simply are not enough qualified candiwhat a new model might
simply
not enough qualified women
dates available.
look like, [you will never
and members of racial and ethnic
minority groups available to fill spots
Critics have long disputed this claim,
get] diversity.
on corporate boards. Considerable
which has also been used to justify a
SHARON TAYLOR
research indicates that discrimination
lack of gender diversity on boards. As Ken
plays more of a role than qualifications,
Bacon, a former financial executive who
however. Black professionals, for example, face greater
now sits on multiple boards, put it: “If people say they can't
obstacles early in their career, face implicit and explicit
find the talent, they either aren't looking hard enough or
biases, and may lack the network connections that that
don't want to find it.” 12 All of those we interviewed for
are crucial to advancement. Once in the C-suite, minority
this report echo this sentiment. It is the case, however,
and women executives are rarely given profit-and-loss
that companies looking to diversify their boards have to
positions that serve as pathways to CEO and board
think and search diﬀerently, which is a point all of those
membership and instead more typically placed into roles
we interviewed for this report make. Sharon Taylor, who
such as marketing or human resources.15
has served on the Board of New Jersey Resources since
2012, explains:
What this suggests is that solving the problem of a lack of
diversity at the Board level will require proactive strategies
In many Fortune 50 companies, it used to be that
to move diverse candidates up the chain and into the
you had to be a CEO or a CFO in that business. If
C-suite.
Research on strategies that work to increase diversity
you’re going to those roles, which typically aren’t as
in
companies
tells us that one of the most important
heavily populated with women and people of color,
elements is accountability – among other things, managers
you just aren't going to have many opportunities.
and executives should be tracked and rewarded for
The “usual suspects” for board members have long been
meeting diversity targets. Indeed, several of those we
retired public company CEOs, a pool that is overwhelmingly
interviewed make this a priority in their own companies.
white and male. Currently only five Black men – and no
As Steve Ruskowski, CEO of Quest Diagnostics, notes:
Black women – head Fortune 500 companies: René Jones,
First, we have always had a focus on diversifying
M&T Bank; Roger Ferguson, TIAA; Marvin Ellison, Lowe’s;
the organization as well as the leadership. And we
Jide Zeitlin, Tapestry; and Kenneth Frazier, Merck. There are
do measure it. I'm a strong believer in what gets
sixteen Hispanic men – and no Hispanic women – CEOs.
measured gets done. And second, we incentivize
people to deliver against their goals. People are
For companies that cast a wider net, an obvious place to
measured and people report both from a financial
start is the C-suite, among Chief Financial Oﬃcers, Chief
Information Oﬃcers, and other direct reports to the CEO.
perspective of accomplishing their goals as well as
Unfortunately, this level is often even less diverse than the
from a promotional mobility and diversity aspect
boards themselves. Our own data on New Jersey’s largest
as well. We do go through an annual process of
companies indicate that the proportion of women at the
rating our management team, what they
executive level barely budged from 2013 to 2019, from
accomplished, but also how they accomplish it.
sixteen to twenty percent, and the proportion of women
And how you accomplish it includes considerations
among top earners is basically the same over this period,
of what we're speaking to [about diversity].

CHALLENGES AND BARRIERS

“

”

“

”

“
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WHO ARE MINORITY
BOARD DIRECTORS?
According to the Spencer Stuart Board
Index, of 413 new directors appointed
in 2020 in the S&P 500, 47 percent were
women, and 22 percent (10 percent men
and 12 percent women) were members
of minority groups (African-American,
Hispanic, or Asian).16
New women and minority directors
are more likely than their white male
counterparts to be serving as directors
for the first time. They diﬀer in other
ways as well:
are current or former other
line or functional leaders,
compared with just 5% of
non-diverse directors.

23
%
18
%
17
%
5
%
16
%

are “next gen” (defined as 50
or younger), compared with
16% of non-diverse men.
are current or former CEOs,
compared with 46% of
non-diverse male directors.
have investment
management/investor
experience, versus 10%
of non-diverse men.
are financial executives —
CFOs and treasurers —
compared with 12% of the
non-diverse men.

There are also diﬀerences in backgrounds across racial groups. In particular,
both African-American and Asian new directors are likely to have come from
functional and line leader roles, while almost one-third of new Hispanic directors
come from a background in investment management or are investors.17

ToP 3 PRoFESSIoNAL BACKGRouNDS oF
NEW INDEPENDENT DIRECToRS
Non-minority
Minority (All)

Black /
African American
Asian

Hispanic/Latino

Retired CEO

Active CEO

Financial Executive/CFO

19%

15%

14%

Functional & Other
Line Leader

Financial Executive/
CFO

Division / Subsidiary
President

25%

14%

13%

Functional & Other
Line Leader

Division/Subsidiary
President

Financial Executive/CFO

24%

17%

13%

Functional & Other
Line Leader

Financial Executive/CFO

Active CEO

34%

19%

9%

Investment Management
Investor

Retired CEO

Active Chair/
President/COO

29%

21%

14%

Table credit: Spencer Stuart. https://www.spencerstuart.com/research-and-insight/board-diversity-snapshot

LESSoNS FRoM LEADERS oF NEW JERSEY’S ToP CoMPANIES
All of the discussion to this point has drawn on surveys and other national
data. Now we turn to the experiences of leaders of some of New Jersey’s top
companies to learn about the strategies they have employed to achieve
diversity on their own boards. We interviewed two CEO’s, Ralph Izzo, of PSEG,
and Steve Rusckowski, of Quest, one board chair, Michael Williams, of Realogy,
and one board member, Sharon Taylor, who serves on the board of New Jersey
Resources. All of these companies have been honored in the past by EWNJ for
having three or more women serving on their boards, and all have substantial
representation of people of color. Taken together, their stories provide insights
about how to achieve progress and the challenges that remain.
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”

LEADERSHIP IN ACTION

Ralph Izzo
Chairman & Chief Executive Oﬃcer,
PSEG

Ralph Izzo has been CEO and chairman of Public Service
Enterprise Group Incorporated (PSEG) since 2007. He joined the
company in 1992. Trained as a physicist, he holds a Ph.D. from
Columbia University. He serves as a Director for the Bank of New
York Mellon. PSEG’s current board of ten members (including
Chairman Izzo) includes five women and/or people of color:
Willie A. Deese, Retired Executive Vice President and President, Merck Manufacturing Division,
who has served since 2016
Alfred W. Zollar, Retired General Manager - Tivoli Software, Division of IBM, who has served
since 2012

“

we began to turn to our
core group of board
members and say, “Okay,
if we want to diversify, in
your experience you've run
across people who have this
background.” And it worked.
We moved away from the
exclusive reliance on
paid recruiters and actually
just started networking
more among ourselves.

”

Shirley Ann Jackson, Ph.D., President, Rensselaer Polytechnic Institute, who has been a Director
since 2001, and Lead Director since 2019
Laura A. Sugg, Retired President - Australasia Division of ConocoPhillips Corporation, who has
served since 2019
Susan Tomasky, Retired President - AEP Transmission, American Electric Power Corporation, who
has served since 2012
One of the most common explanations for the lack of diversity in boardrooms and in the C-suite
is the pipeline metaphor – the notion that there are not enough qualified women and people of
color available for top positions. Ralph Izzo recalls having been told the same story by recruiters
and search firms. One event in particular changed his mind:
Dr. Jackson [Shirley Jackson, PSEG board member] invited me up to RPI for a colloquium. When I
got there she introduced me to her senior team. And there was an overwhelming number of
African Americans. And I’m thinking, “Okay, so why can Shirley find all these folks?” I'm told by
the conventional recruiters that they're hard to come by, they're scooped up the minute they're
available. So we began to turn to our core group of board members and say, “Okay, if we want
to diversify, in your experience you've run across people who have this background.” And it
worked. We moved away from the exclusive reliance on paid recruiters and actually just started
networking more among ourselves. We said, “We have a group of accomplished people who
had to have come in contact with diverse talented people. So, darn it, tell me who they are and
then, let's go after them.” And then we told our recruiters, “Don't come back and tell me that
these people don't exist. I saw them in Shirley’s C- suite. I've seen them in other places.” So we
kind of forced the issue. Much of our success came from within our own board members.
This story captures an interesting paradox – in most cases, internal recruitment serves as a barrier
to diversity, as boards tend to be homogeneous themselves, often disproportionately made up
of white men. Yet in this case, a diverse board itself made more diverse connections than the
recruitment firms they hired.
Izzo is a member of “CEO Action for Diversity and Inclusion” (ceoaction.com), and has taken its
call for self-education and action against systemic racism seriously, and is applying those lessons
to his own company’s culture:
For me to turn around to somebody who's encountering harassment and say "grow a thicker
skin and figure it out,” just seems strange. I've heard stories from CEOs, especially men of color
who say, "I can't tell you the number of times I've been stopped for driving a nice car through a
nice neighborhood just to get to work. Having people around me who understand that is
helpful to me. Being isolated and not having people around who don't understand that I may
have been rattled by that event coming into the oﬃce today makes my challenges that much
tougher." So, I do think that sharing stories about similar experiences, and the challenges we're
having recruiting and retaining diverse candidates is helpful, as well as sharing stories of
experiences I've never had.
9
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LEADERSHIP IN ACTION

Ralph Izzo

Chairman & Chief Executive Oﬃcer, PSEG

Research indicates that diversity goals are much more likely to
be met in companies in which leaders take them seriously and
in which there are institutional mechanisms to make people
accountable. Like many companies, PSEG produces an annual
“diversity index” that tracks it progress. But Izzo also takes a
much more personal role:
Every three months, we meet with our highest 200 highestranking employees about diversity, equity, inclusion. I told
them that the way that's going to work is that we're going to
have training sessions, and we’re going to have homework
assignments. And then before the next meeting, you're going
to write a one or two page summary of what you did. I will
read every one of those. And we've done this three times. The
first set of homework assignments had a blend of fabulous to
kind of, okay, miserable. And at first people thought, “this is
silly, I know it's important to do these activities, but I'm not in
grammar school, I don't need to write about it.” So I think
our first assignment was around “How did you become a
champion of diversity, equity, inclusion?” So, at the next
meeting I highlighted the reports that were done very well,
and I asked those people to speak to their eﬀorts. And then
separately, I had meetings in groups of 10 with people who
didn't do quite so well. I took their reports, and I really was
generous in finding a kernel of something that looked like
they were really taking me seriously, and then explained that
I really wish you would expand on this because I think we’ve
got something here that everyone else can benefit from. And
so tell me more. So we did that, and then at the next meeting,
we issued another assignment, and there was a sea change
in the quality of the written word. And I think people knowing
that I was going to read 400 pages, made a diﬀerence.
For PSEG, like many companies worldwide, COVID-19
dramatically changed the nature of work. Early research on
the gendered eﬀects of those changes is telling us that women
have suﬀered more than men – for example, in higher education,
women’s publication rates have declined, while men’s have not.
The pandemic has given Izzo a unique view into the lives of
his top women managers and the disproportionate burdens
they shoulder:
COVID has shown me how little we've changed in society. We
have incredibly talented professional women. But it seems
that when they're home, they’re working from their kitchen,
working from their dining rooms, and their significant other is
home working from some other room. When that three-yearold is looking for something or is hungry, they are going to
mom. And we can put our head in the sand and say it shouldn’t
be that way and we need to change that. But this is what
talented middle level management women are up against.
And I sent a message to our employees – and I know the men
may take issue with this - but statistically, my understanding

is that this burden, particularly the household burden is
falling more now on women. I said, “Please, those of you who
are young moms or new moms, just take that time for yourself
and realize you cannot be perfect at all these three things at
one time. You can't be perfect in any one of them at any time.”
So, after making this statement, I was shocked by the amount
of feedback I got. Literally, emails, from women, and it was all
women, saying that they broke down and cried when they
heard me say that, because they were feeling that pressure.
Izzo understands that retaining talented women may mean
rethinking the nature of “face time” at work, and the company is
now in the process of rethinking norms about remote work that
have been challenged during the last year. But he also understands
that the culture inside the company must change as well.
One of our biggest eﬀorts right now is getting our director
level and above, to realize the things that we could do better.
It's been a journey for me. The other day, we had a group
meeting on DEI. We then went into a breakout session. And
one of my women colleagues was speaking and one of my
male colleagues interrupted right while she was speaking.
And I stopped him, I said, “Hold on, I want to hear what.”
When the breakout room ended, I did get a chat from him
saying he realized what he did, and he apologized to her.
And I simply sent back a note saying, “well I'm glad you apologized.” So, you know, once you get to a certain level in a
company, you realize that coming into the oﬃce and kissing
the female counterpart and shaking hands of the male
counterpart is grossly inappropriate. Interrupting someone
or repeating their good idea 20 minutes later than they've
said it and you ignored it the first time. When saying “excuse
me” to the gentleman as you walk past him but touching the
elbow of the woman as you walk past her, these are implicit
signals. In many industry circles I've seen very senior people
greet their male counterparts with a handshake and their
female counterpart with a kiss. And I ask, “Why didn't you kiss
me?” And the men say, “No, do you want me to?” “No, but did
you ever think that she didn't want you to either?” These stark
signals that we send that just not right.”
Like others we interviewed, Izzo sees diversity as on ongoing
project that requires thinking diﬀerently about practices inside
companies as well as injustice and inequality outside:
If you don't diversify your toolkit, you won’t survive. In today's
rapidly changing world, we have a whole set of very diﬀerent
problems than we had ten years ago. Ten years ago we worried
about security. We didn't talk about systemic racism. Look, if
the only tool you have is a hammer, right, then every problem
looks like a nail. So we make sure we have more than one tool
kit in that box so that we can find talented people from many
diverse backgrounds.
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Sharon Taylor
Board Member
New Jersey Resources

Sharon Taylor serves on the Board on New Jersey Resources,
a position she has held since 2012. She retired in 2017 as Senior Vice
President of Human Resources for Prudential Financial. The Board of
NJ Resources has twelve members, five of whom (including Taylor)
are women or people of color:
James H. DeGraﬀenreidt Jr., Chairman and CEO, WGL Holdings, Inc. (Retired), who has served
since 2019
M. Susan Hardwick, Executive Vice President and Chief Financial Oﬃcer of American Water
Works Company, Inc., who has served since 2020
M. William Howard, Pastor of Bethany Baptist Church (Retired), who has served since 2005
Jane M. Kenny, Sr. Vice President and Managing Director, The Whitman Strategy Group, Director
since 2006

“

I was just shocked
that there were so very
few people of color, each
of whom I met within the
first week of my being
there. And once they
knew me by name,
they were my mentors
and supporters of mine.

”

Sharon Taylor worked her way up the ranks at Prudential in a career spanning more than forty
years, retiring as Senior Vice President. For many years the most senior African-American woman
in the company, she remembers her feeling like an outsider in her first days at work:
I started in the property and casualty business, and the property and casualty world was
largely white and largely male. I can recall going to work for the first day and seeing, I mean,
I could count the number of African American employees on two hands, that worked in
Prudential property and casualty corporate headquarters in Woodbridge, New Jersey. So here
I am, this urban girl from East Orange and I'm thinking, “What’s going on here?” I was part of
one of these management development programs. There I sat, alone, with my big hair and in
my new blue suit. I was just shocked that there were so very few people of color, each of
whom I met within the first week of my being there. And once they knew me by name, they
were my mentors and supporters of mine.
After initial success in Property and Casualty, she transferred to the Corporate Oﬃce, which she
describes as:
equally lacking in diversity, particularly in pipeline opportunities and at more senior level. As
I advanced in the company, those who served as peers and mentors to me, we decided that we
were going to work together to do some things…to make referrals to the organization to come
together as a group to mentor and support one another.
Indeed, while at Prudential she created a number of such groups; sixteen business-specific
women’s organizations formed during her tenure and with her support. She was an advisor for
the Black Leadership Forum, a business resource group introduced in 2003.18
There is little question that Taylor’s eﬀorts were crucial in helping to diversify the ranks at
Prudential. Like others we interviewed for this report, Taylor sees it as her responsibility to “lift as I
climb,” to oﬀer opportunities to diverse others and ultimately to create organizational structures
that will allow the process to continue:
Even when I wasn't in HR roles, I saw it as my opportunity, and frankly obligation, to try to lift
others who look like me up as I climb through the organization. To me, there was no glory in
being the first or the only and having one or two people at a certain role or in a certain
organization. You want that flywheel to continue. It’s embarrassing and almost hypocritical if
you don't try and do what you can to change that. And I worked very hard at that and I'm
very proud of what we were able to accomplish while I was there. And again, we had a crew
of enlightened leaders. Change occurs slowly, but I think that we've done both a good job in
creating the infrastructure and the ecosystem to enable diversity to continue.
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Sharon Taylor

By the time Taylor joined the Board of NJ Resources, she was
no longer “the first nor the only,” a fact that she attributes to its
leadership: “that mindset was baked into the DNA of our former
CEO Larry Downes, and leadership does start at the top.” Her
experiences with helping to foster diversity while serving on
the board in many ways echo the recommendations of experts
on diversity. The board thinks strategically about refreshment
and “casts a very wide net” for candidates. However, they also
take advantage of opportunities:

Board Member, New Jersey Resources

What about cases in which companies are unwilling to diversify?
Here, Taylor sees the utility of outside forces like those we
describe above – pressure from institutional investors and, as
a last resort, legislative mandates. She put it this way:
Change happens slowly over time. There will always be
those early adopters, the fast follower group, and then the
bottom seekers. There will always be that lower twenty percent you have to drag along kicking and screaming. I’m
glad to see the institutional investors paying attention. It's
kind of sad that you have to shame people to doing this.
They hide behind this, “Well, we really couldn't find anybody
that met our criteria.” So I think it's a sad commentary when
we get to the place where the government has to say, “Thou
shalt.” Because part of me feels that, if you get to that place
and your firm is in the zero club, particularly if you're a large
corporation, you wonder what kind of culture that is at the
senior level. It's hard to legislate forward thinking, openness
to diﬀerence, and openness to diﬀerent voices. So sometimes
you have to get out the two-by-four to bring others along
who aren't quite as enlightened as everyone else.

In the recent last couple of years we brought onto the board
an African American former CEO in the energy space. So this
whole notion of we can’t find anybody there's nobody out
there [is just not true]. If you look hard enough, and you do
find people. In fact, this individual was a referral from an
individual on our Board, so it is within the DNA of the board
itself, that this is important. We have a process, yes, but
we're also opportunistic. We're very planful about board
refreshment, but when there's an opportunity as there was
with James, we brought him on and expanded the board
sooner than we might otherwise, because James would
likely not have been available if we waited.
This experience mirrors an observation made by Ralph Izzo as
well. For many years, the advice to companies seeking to
diversify has been to look beyond their own Board members’
networks, which tend – for most board members – to be both
very white, and very male. Yet in this case, a diverse board
brings with it diverse networks. Those connections, in
combination with a commitment to diversity “baked into the
DNA” of all board members, can lead to success.

Ultimately, however, Taylor is optimistic that companies who
make the commitment and change both their minds and their
methods will be able to achieve diversity in the boardroom:
[On this board] We don't just add numbers willy-nilly. We are
very mindful about the skills we need and the diversity of
voices that we wish to have. And if you're planful, deliberate
and opportunistic in the execution of those plans, you can
have diversity.”

“ We are very mindful about the skills we need and the
diversity of voices that we wish to have. And if you’re
planful, deliberate and opportunistic in the execution
of those plans, you can have diversity.

”
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Stephen Rusckowski
Chairman of the Board,
Chief Executive Oﬃcer and President
Quest Diagnostics

Stephen Rusckowski is the Chairman of the Board, Chief
Executive Oﬃcer and President of Quest Diagnostics. He joined
Quest Diagnostics as Chief Executive Oﬃcer and President in May
2012. Prior to joining Quest, he served as CEO of Philips Healthcare.
The Board of Directors of Quest Diagnostics has ten members
including Rusckowski, who serves as chair. Five of these members
are women and/or people of color:
Vicky Gregg, Chief Executive Oﬃcer of Blue Cross Blue Shield of Tennessee (retired), Director
since 2014
Wright L. Lassiter, III, President and CEO of Henry Ford Health System, Director since 2020
Denise Morrison, President and Chief Executive Oﬃcer of Campbell Soup Company (retired), Director since 2019
Helen I. Torley, M.B. Ch. B., M.R.C.P., President and Chief Executive Oﬃcer of Halozyme
Therapeutics, Inc., Director since 2018

“

We now employ about
50,000 people, primarily in
the United States.
72 percent of our
workforce are women and
50 percent of our workforce
are people of color.

”

Gail R. Wilensky, Senior Fellow at Project HOPE, Director since 1997
Quest Diagnostics is one of the largest medical testing and laboratory companies in the world.
The company has been in the spotlight lately as the spread of COVID-19 created demands for
widely available rapid testing. But even before the recent pandemic, Quest was one of the
most well-known names in medical testing. The company was among EWNJ honorees in 2013,
2015, 2017 and 2019, and as of 2021, 50 percent of board seats are held by women and/or
people of color. CEO Steve Rusckowski sees that diversity as an obvious outgrowth of the
company’s market and employee base:
We're obviously in healthcare. And so one part of what we talk about – we have a very diverse
work force and those we're serving every day, the patients, the physicians and health care
delivery system that serves those patients, it's very diverse. And therefore, we need to have an
organization that serves them that reflects that diversity. Quest Diagnostics has actually
become more diverse over the last nine years. We now employ about 50,000 people, primarily
in the United States. 72 percent of our workforce are women and 50 percent of our workforce
are people of color.
Like so many companies we have profiled, Quest’s success in diversifying its board came
from searching diﬀerently by prioritizing the skills the board needed, rather than simply relying
on CEOs.
So back nine years ago, I laid it out with the board. We needed operational skills, healthcare
insurance skills, MD skills, pharmaceutical skills, consumer skills. We progressively started to
think about adding board members that would fill in the gaps that we had as we transitioned
board members out. So for example, Denise Morrison from Campbell, she's clearly bringing in
that consumer nutrition piece, which was a skill set we needed. Prior to that, Helen Torley, an
MD/Ph.D. running a biotech company in California, checking the boxes of a diverse set of
experiences from a science of pharmaceutical background. Prior to that, Vicky Gregg, who ran
Tennessee Blue Cross Blue Shield, knows about relationships with insurance companies. So
progressively over the last nine years we've built on that blueprint, if you will, to guide us. And
then progressively we brought the right people on the board that has now delivered, I think,
a better board composition than what we had nine years ago. But it also resembles a better
reflection of who we employ and who we serve.
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Stephen Rusckowski

trusted components of the community, to help us with what
we need to do to address COVID. But also, the striking
secondary eﬀects of the pandemic, as people have not used
the health care delivery system as much as they should
have. So we have people who did not treat their hypertension,
diabetes, congestive heart failure and COPD over the course
of the last twelve months. And we’re going to see the
consequences of that in the next year or so. So, so I believe
the lens we look at what we do is diﬀerent because of the
diversity of our workforce broadly speaking.

Though the last year has been a uniquely challenging one for
the company, Rusckowski believes diversity, both on the board
and in his leadership team, has helped Quest respond more
quickly and eﬀectively to the challenges posed by COVID-19:
We have a wide diversity of economic backgrounds, we also
have a wide diversity of social backgrounds. And I think that
allows us to think every day about the people we serve, and
do that in a very strong way. Trust me, we have had an
interesting 12 months. We delivered over 40 billion tests last
year, which was just a phenomenal eﬀort. And we brought
up testing in 20 of our facilities, and we had people working
24/7. A large portion of our workforce never took a day oﬀ.
They couldn’t have worked remotely…they're in the lab,
they’re running COVID tests through testing systems, helping
those so we can deal with this pandemic.

Chairman of the Board, Chief Executive Oﬃcer and
President, Quest Diagnostics

Rusckowski believes that companies with strong, diverse
leadership teams have a role to play in helping other companies
to diversify their own boards:

Rusckowski believes that diversity of his team has helped to
orient the company to do what it can to address the longerstanding health disparities that exacerbated the eﬀects of the
pandemic in already-underserved communities.
We have teamed up with the National Council for Black
Clergy, where we're actually using the churches who are the

There are four women on my team, and I encourage them,
at the right time and place in their careers, to start serving
on boards. So I think it's important that other companies
oﬀer up, if you will, executives that can be helpful. All of us
in the ecosystem of companies can serve up some of our
talent to help diversify the board membership throughout
the country.

“All of us in the ecosystem of companies
can serve up some of our talent to help diversify the
board membership throughout the country.

”
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Michael Williams
Chairman of the Board,
Realogy Holdings Corporation

Michael Williams is Chairman of the Board of Realogy
Holdings Corporation, a position he has held since 2017. He served as
Chairman and CEO of Prospect Holdings, LLC, from 2014 to 2017 and
President and CEO of Fannie Mae, where he worked for more than
twenty years. Realogy’s Board of Directors has eleven members
(including Michael Williams), five of whom are women and/or
people of color:
V. Ann Hailey, Executive Vice President and Chief Financial Oﬃcer of L Brands (retired), Director
since 2008
Felicia Williams, Interim Chief Financial Oﬃcer and Senior Vice President, Controller and
Enterprise Risk Oﬃcer, Macy’s, Inc., Director since 2021
Enrique Silva, Chief Executive Oﬃcer and President of Checkers Drive-in Restaurants, Inc.
(retired), Director since 2018

“

The business case for
diversity means you want
people whose gender, race,
ethnicity and age that
matches up with our
customers and the agents
that we're trying to serve.

”

Sherry Smith, Chief Financial Oﬃcer and Executive Vice President of SuperValu, Inc. (retired),
Director since 2014
Fiona P. Dias, Principal Digital Partner at Ryan Retail Consulting, Director since 2013
Realogy Holdings Corporation operates primarily in residential real estate, franchising through
well-known brokerage names such as Century 21, ERA, and Sotheby’s International Realty.
Of the companies whose leaders we interviewed, Realogy is unique in that it went public
relatively recently, in 2012. Hence its board was constituted in a time in which gender equity
on corporate boards was already on the agenda. Michael Williams, current board chair, believes
that emphasis has shaped the company’s approach from the beginning:
In terms of Realogy I think [diversity] has always just been part of our DNA. We believed in diversity
from the time the company IPO in 2012 and we’ve continued to make this a focus for us. We’ve
been fortunate too that our board’s only been in place for eight and a half years. A lot of these
boards have been set for decades and people have been on them for decades. We're only eight and
a half years into this, and even along that eight half years we've had a couple of people who
have ended up having to step aside for personal reasons. And so, when that happens, it's just a
time for us to be able to refresh on board and bring in skills, talents and diversity to the board.
Operating in residential real estate means that the company works in a range of communities
across the economic spectrum. For Williams, this fact underlines the necessity of having a
board that represents those communities.
The board really needs to represent the communities we serve and needs to be an example for
employees as well. The business case for diversity means you want people whose gender, race,
ethnicity and age that matches up with our customers and the agents that we're trying to serve.
Realogy has made targeting the needs of those communities a key business priority and has
used the insights provided by a diverse board to create products that help to address their
needs while at the same time expanding opportunities for the company. Williams notes:
One of the ways that you can gain wealth in this world is through home ownership. So, if you're
a minority who's looking into home ownership, to build wealth, owning your first home is a big
deal. So we have agents that are in those communities, we have brokerages in those communities,
we need to look like those communities. It's good for business and it's good for us. And people
in those communities may have diﬀerent needs. For example, how do you get your home ready
for sale, knowing that you may not be able to aﬀord to make some of the upgrades to your
property to be able to put it on the market? We have created a product called “Revitalize” to
improve your home so you can get a better sale price, so you can have more money to go buy
your next home.
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Michael Williams

Like others we interviewed, Williams emphasizes the importance
of casting a wide net when searching for board members. In
their own past searches, Realogy has relied heavily on search
firms tasked with identifying diverse candidates. Research has
found that one of the most important strategies board can use
to diversify is a skills inventory, in which the board identifies
strategic needs and recruits members with abilities in those
areas, rather than looking only at the traditional pool of retired
CEOs. This strategy has worked for Realogy as well:
When we did one of our searches back in 2013, we were really
looking for someone who had marketing experience who
had been in the consumer-directed world because that was
something that we thought was going to be important for
the board to have in the future. We built a slate around that
and we eventually selected Fiona Dias to come on board.
She had been the Chief Marketing Oﬃcer of multiple firms
before she came along the Realogy board.

Chairman of the Board, Realogy Holdings Corporation

structured. As for the goal BlackRock is promoting, yes,
that's a very reasonable and realistic goal for boards and I
think people should focus on that. Thankfully we’ve already
done so. We believe it's important to lead by example as
opposed to being told by regulators or institutional investors
what you must do.
In his role a board member, Williams views it as his responsibility
to mentor a diverse group of candidates. His advice to talented
women who aspire to be on boards is to seek out mentors who
can connect them to opportunities:

For companies with less diverse boards, Williams sees a role
for external forces in the form of goals set by large institutional
investors:
I think the large institutional investors are playing and will
continue to play a very important role in the way boards are

Before COVID I would spend lots of time meeting people for
coﬀee and or lunch just to chat about where they were and
what they wanted to do. I am happy to report that one
woman I mentored just landed on a big public company
board and the other one’s still in the process right now. [If
you want to be on a board] reach out to your mentors and
your network to express the fact that you are interested in
getting on the boards. Then, ask for their support and their
perspectives. Mentoring is something that I relish… I love
the opportunity to get together and talk about what they
can do. I’m sure their networks would feel quite the same.

“If you want to be on a board reach out to your mentors
and your network to express the fact that
you are interested in getting on the boards.
Then, ask for their support and their perspectives.

”

16
2021 EWNJ Achieving Racial and Ethnic Diversity in the Boardroom and Beyond Report

R E CO M M E N D AT I O N S
For its 2020 Board Index report, search firm Spencer Stuart surveyed 59 S&P 500 nominating and governance committee chairs
about their priorities for the coming year. “Enhancing racial/ethnic diversity” was the most commonly identified priorities –
76% of the respondents in fact named it as their first priority (increasing gender diversity was 4th, at 24%).19 Compared to
survey results in 2019, racial diversity had moved up two spots, from #3 to #1. Fully 61 percent of nom/gov committee chairs
reported that they were dissatisfied with the current level of racial/ethnic diversity on their boards. And when asked to rank
the most important characteristics of new board members, members of racial/ethnic minority groups ranked #1, up from #7
in 2019 (women fell from #1 to #3).
So what do we know about how companies can diversify their boards?

1

Think diﬀerently, recruit diﬀerently. Challenge conventional thinking about the value of diversity. As PSEG’s
Ralph Izzo put it:
Lots of people use the cliché, “We just go after the most qualified person, and [if the candidates are the same otherwise]
diversity could be a tiebreaker.” But then you run into the trap - the C-suite is dominated by people who look like me. You have
to recognize that diversity is a positive characteristic, not a tiebreaker. Then that changes who's qualified and who isn't. No
diversity is not a tiebreaker. We need that unique set of skills, that diﬀerent perspective, that understanding of the challenges
associated with certain demographics as you try to recruit and retain a shifting demographic.

2

Understand that diversity is an ongoing process, not “one and done.” Diversity comes from a systematic and ongoing
eﬀort that requires thinking about the next step. Steve Rusckowski describes his experience at Quest:
It was a deliberate objective of the board to work on board development, with myself as the chairman CEO leading it. It always
on the agenda year after year. Who are we focused on… the issue of bringing up over what types of skills to what type of
background and experiences that we want to have? And we didn't let up on that. It wasn’t just a one year eﬀort that we wanted
to bring two or three new board members in to cover seats. Our board is progressively building on the diversity we have.

3

Make people accountable and assess this accountability through annual board evaluations and through board oversight
of diversity within the company. Remember that what’s not counted doesn’t count. Sharon Taylor’s experience
underlines this point:
I chair the leadership development and compensation committee and we have as part of that, a leadership component that
is part of the compensation consideration for New Jersey Resources’ leadership. And so it does speak to staﬀ and people and
development and all the rest. And so, you know, you pay for performance, you get performance.

4

Use the disruption provided by the pandemic to think diﬀerently about norms of overwork and presence in the
oﬃce. The pandemic has caused Ralph Izzo to question these norms in his own company:
As a company we tend to have our proudest moments when that disaster hits and we rally and we leave everything behind.
Showing up is important. Our communications team shows up at the general oﬃce. And by necessity of course, the line people
and work crews, they show up at this customer site. So the role model is for the rest of us to show up. I’ve fallen into that
trap too. I remember when Superstorm Sandy was anticipated, I packed up my overnight bag and told my wife I would be
sleeping in the oﬃce for a couple days. And that's nonsense. We now realize that our support staﬀ are every bit as capable
working from home.

5

And if you want to be on a board, be methodical about building and cultivating networks. As Sharon Taylor put it:
I think it is a process. You just can't get promoted to a senior level and then think serendipitously someone’s going to call you up
and tell you to show up at Pepsi to be on their board. It doesn’t work that way. But I think many of these opportunities are out
there. And the other thing I would say is there are a number of professional organizations, like EWNJ, that focuses on board
engagement and refreshment. There are a number of professional networks, both gender and or ethnicity specific, or within
your sphere of professional disciplines, where you'll meet people, where you'll have the opportunity to be involved, where you
can be mentored by people, and it will create a network and pathways of opportunity for you to first be asked and to be a part
of a board. You have to be willing to step out of your comfort zone and do the kinds of things necessary to equip you and
prepare you. And finally, have the confidence once you are approached to be prepared for that opportunity.
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