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Abstract 

This article explores the current Corporate Social Responsibility (CSR) strategies and 

disclosures by each of the 4 ‘Big Four’ accountancy firms in the UK. It investigates 

four main themes (Diversity and equal opportunity, Social impact, Education, 

Environment & wellbeing). The study introduces the two new perspectives of 

Legitimacy Theory (symbolic vs substantive). Content analysis was used to categorise 

and analyse trends in the firms’ CSR programmes implemented and disclosed from 

2014-2016. Information from the firms’ CSR activities was obtained through annual 

reports, transparency/ impact reports, sustainability reports, and webpages collectively. 

The results show an improvement in disclosure for one particular area, where 

influencers were identified as needing legitimacy, with external events considered as a 

potential factor. Recommendations are made, including potential solutions to the 

current issues associated with CSR reporting by the four firms. Our results support the 

substantive form of legitimacy theory. 

 

Keywords: Accounting industry; Big Four; Corporate Social Responsibility; CSR; CSR 

disclosure; Disclosure policies; Legitimacy theory. 
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Introduction 

The European Commission in its Green Paper (EC, 2011 p.4) defines Corporate Social Responsibility (CSR) as “essentially a concept whereby 

companies decide voluntarily to contribute to a better society and a cleaner environment”. For the purposes of this study, corporate social 

responsibility disclosure (CSRD) relates to organisational disclosure of its, largely voluntary, approach to making a positive impact on society and 

the environments in which it operates. The EC (2011, p.4) goes on to explain the motivations for organisations to increase efforts towards CSRD, 

reflecting stakeholder concerns and expectations, social criteria influencing investor decision making, concerns about environmental damage, and 

demands for transparency of business activities stimulated by media technologies. 

This paper aims to contribute to our understanding of CSRD undertaken by professional accountancy firms in the United Kingdom (UK) between 

2014-2016. Accounting firms provide a unique, unexplored and rich pasture for CSRD research as professionals: first, operating with a public 

interest remit, i.e., an obligation to serve the public before self; and second, as knowledge-intensive enterprises that represent one of the largest 

recruiters of graduate talent. It is argued that the CSRD undertaken by professional accountancy firms is motivated by a need to seek legitimacy, 

communicate status and enhance reputation (Meritum, 2002; Duff, 2016). 

The above aim will be achieved by investigating the extent to which CRSD undertaken by UK 4 big accounting firms (Deloitte, KPMG, EY and 

PwC) using annual reviews, CSR reports, websites, and impact/transparency reports. Disclosures are classified into 4 categories (Diversity and equal 

opportunities, social impact, education and environment & well being). The study will also consider Legitimacy theory with its new two perspectives 
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(symbolic vs substantive), which will help to determine the likely reasons for disclosure when there is no clear explanation given. The data obtained 

from this research should allow us to answer the following research questions:  

RQ1: What are the current CSR strategies and disclosure within the 

          accountancy profession? 

RQ2: What are the reasons for disclosure and non-disclosure? 

RQ3: Have disclosures changed over time?  

RQ4: Which firm offers the most comprehensive disclosure? 

RQ5: What recommendations can be made for improvement? 

 

Our study makes several contributions to the extant CSRD literature by: (i) examining CSRD within professional accounting firms (Duff, 2016). 

(ii) Using a wide range of corporate reports including CSR reports, annual reports and impact/transparency reports. (iii) Focuses on 4 

categories/themes that have not been covered in CSRD literature before (diversity and equal opportunity, social impact, education and environment 

& well being).  

The research has two significant and attendant findings. First, the reporting of CSR activity is a precursor of signalling legitimacy, status and 

reputation (prestige) within and about the accountancy profession. Second, CSRD, particularly within websites and recruitment materials, assists the 
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process of attracting large numbers of high quality graduates to convey an image of excellence, counter to the accountancy profession's unexciting, 

and periodically irresponsible, public persona. 

This paper is structured as follows. Section two discusses motivation and justification for the study. The third section covers the theoretical 

framework employed for the analysis:. Section four provides a review of prior empirical literature. The content analysis used as the principal 

research method in the investigation is explained in section five.  Research design. Empirical results are reported in section six. The final section 

concludes the results. 

 

Motivation and justification for the study 

We noticed that there is more regulations to expand the role of CSR reporting. 1) According to the EU law Directive 2014/95/EU (2014), large 

public interest entities with over 500 employees are legally obliged to publish reports on the policies they administer concerning: anti-corruption and 

bribery; diversity on company boards (in terms of age, gender, educational and professional background); environmental protection; respect for 

human rights; and social responsibility and treatment of employees. This law encourages companies to promote a responsible approach toward 

business, whereby investors, customers and other stakeholders can monitor non-financial performance more efficiently. 2) within the UK., 

legislation commissioned by the government in accordance with the Companies Act 2006 (Strategic Report and Directors’ Reports) Regulations 

2013 requires public listed companies to disclose their greenhouse gas emissions (GHG) for which they are held accountable. Legislation and 

regulation for CSR disclosure, generally, remains fairly relaxed, however, with companies given the opportunity to voluntary publish and disclose 
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information where they see fit. By doing so, companies are seen to be recognising the needs of their stakeholders, and this can help them to appear 

more lucrative to potential investors. A company should be seen as socially responsible as this will strengthen its competitive advantage by 

exemplifying a standard of excellence. This in turn will show that the firm not only cares about its profits but is also concerned with contributing to 

the social environment. 3) The HM Treasury (2017) have expressed that there is no specific format which companies within the U.K. have to adhere 

to when reporting their CSR strategies. This means that CSR reporting can be accomplished in different ways by different organisations to suit and 

fit their business models.  

Duff and Guo (2010), with support from the prior academic literature, have identified five potential motivations for accounting firms to undertake 

CSR, as follows: 

(a) Enhancing and /or maintaining reputation. A critical consideration for businesses is reputational risk which is intensified by greater visibility 

and criticism, made particularly by NGOs, of corporate practices (Smith, 2003). To safeguard a firm’s reputation, the firm must be seen as 

socially responsible, demonstrating a concern for the environment and society. This may give the firm’s clients confidence and assurance that 

the services they purchase will not be a source of embarrassment in the future;  

(b) A need to be seen as legitimate by stakeholders. As explained previously, both Stakeholder Theory and Legitimacy Theory suggest that 

organisations seek certain strategies to achieve the goal of being perceived as being legitimate by certain stakeholders. Firms need to be 

considered capable to act in the public’s best interests as part of the accounting profession. The public interest can be equated with 
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performing work to high ethical standards, which may prove tricky to monitor, and behaving in a responsible and altruistic way through CSR 

work. This may be exhibited by various awards acquired by the firm;  

(c) To recruit the best staff. CSR is commonly used by firms to recruit and retain skilled, desirable workers (McWilliams and Siegal, 2001). 

Where the accounting profession suffers from the stigma of the typical accounting stereotype, depicted as dull, grey, and boring, CSR reports 

have the ability to make accounting work potentially more appealing to new entrants. According to Jeacle (2008), the use of colourful and 

gregarious recruitment literature with useful and desirable employees undertaking community work, seemingly unconnected to accounting 

employment, is used to reconstruct the persona of the stereotypical accountant.1 CSR strategies can also be deployed by firms to help them 

appear more inclusive in gender and race terms, which will attract a diverse mix of potential employees; 

(d) To create a consistent framework across a global network. The construction of a strong CSR framework will allow for a uniform approach to 

be implemented across the organisation’s operations locally, nationally, and globally; 

(e) To reduce operating costs. It has been known that reducing a company’s carbon outputs has the capability to save costs. This can be done 

through various activities, which can be presented in a CSR report, such as: reducing individual car and air travel by substituting car-share, 

train travel, and use of video-conferencing / tele-conferencing. Investment in buildings with lower carbon consumption can also reduce costs. 

 

 

                                                       
 



 

8 
 

Theoretical framework 

Legitimacy theory has been a popular and dominant theory in the social and environmental accounting literature (Belal and Owen, 2015). The theory 

holds that “an organisation should be operating within the norms and expectations of the society within which it operates” (Van Staden and Hooks, 

2007, p. 198) and “organisations make voluntary disclosures in order to gain legitimacy from, or maintain legitimacy with, relevant stakeholders or 

publics” (Van Staden and Hooks, 2007, p. 198). Many researchers have empirically tested and validated the legitimacy theory and reinforced the 

argument that companies disclose environmental information in order to defend legitimacy (e.g. Cho and Patten, 2007; Tilling and Tilt, 2010; Ball 

and Craig, 2010; Patten, 2015; Hassan, 2015; Hassan and Guo, 2017). However, previous research has not always clarified its nature, approaches, 

forms/bases, phases and techniques and the links between various elements of the theory (Belal and Owen, 2015; Michelon et al., 2015). The recent 

refinements of legitimacy theory pointed out to the relevance of using both “symbolic legitimation” and “substantive legitimation” approaches to 

understand the legitimacy seeking behaviour of organisations (Michelon et al., 2015). It is worth mentioning here that while Belal and Owen, 2015 

covered them as broader techniques to legitimacy theory, Michelon et al., 2015 referred to them as management approaches to seek legitimacy.  

Symbolic approach aims to positively influence stakeholders’ perceptions of the firm, engaging in apparent actions that lead key stakeholders to 

believe that the company is committed to societal requirements. Within a symbolic approach to CSR reporting, the disclosure may be used to portray 

the corporation as ‘‘committed’ and socially responsible (see Cho, et al., 2012), Therefore, Symbolic approach provides firms with a way to 

influence external perceptions and to build or maintain their legitimacy to operate (Suchman, 1995).  Belal and Owen, (2015, p.1166) define 



 

9 
 

Symbolic legitimation “…involves an attempt to demonstrate conformity with social norms and values without any change in actual practice on the 

ground taking place”.  

Substantive approach as defined by Michelon et al., (2015, p. 61) “represents concrete, authentic changes in corporate actions intended to align 

organizational strategies and processes to social norms”. Within the substantive approach, firms attempt to obtain legitimacy through changes in 

actions and policies, as a strategic response to external conditions; in sum, it should be critical for external public to ‘‘know much more about 

whether those changes in strategy also changed in action’’ (Hopwood, 2009, p. 437). Belal and Owen, (2015, p.1166) define “…would require 

significant adjustments to organisational routines and procedures to bring them into line with social expectations”.  

Based on the above discussion, we are investigating whether the 4 big accounting firms are providing disclosure on 4 categories/themes of CSR as 

a symbolic or substantive form of legitimacy theory. 

 

 

Literature review 

 

Three main findings result from the prior studies of the social elements of annual reports (Ernst & Ernst, 1978; Deegan & Gordon, 1996; Gray et al., 

1995; Adams, et al., 1998). First, the spread of disclosures tends to be relatively uniform across countries, with human resources (HR), environment, 

and community issues receiving most attention. Second, size effects are observed for particular industries particularly when environmental issues are 

being reported (Adams et al., 1998; Deegan & Gordon, 1996). Finally, the volume of CSR reporting is broadly comparable across all the countries 
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studied.  Duff, (2016) pointed out that previous CSRD studies focus on the annual reviewas it is “produced on a regular basis, is required by 

legislation and is produced by all companies, thus making comparisons relatively easy” (Tilt, 2001 p.193). On the other hand, Adams (2002, p.225) 

mentioned that studies of social reporting have “tended to concentrate on environmental reporting”, rather than broader conceptions of social 

matters. More recently, professional accounting firms have entered the research forum, with KPMG's triennial international survey of CSRD 

(KPMG, 2008). CSRD literature has developed to consider issues such as reporting expectations gaps (Deegan & Rankin, 1996), CSR theorising 

(Parker, 2005), characteristics of firms engaging in CSRD (Adams, 2002) and managerial motivations for engaging in CSR (e.g., Campbell, 2007).  

CSR implementation by many corporations is not only fixated on the ‘normative case’, where there is a desire to do good, but also concentrates 

on the ‘business case’, in that CSR reflects an enlightened self-interest in order to help distinguish itself from its industry competitors (Smith, 2003). 

By displaying an admirable CSR image, businesses can improve their competitive assets including sales, commercial relations, and employee 

relations. Consumers today are increasingly becoming more attentive and concerned about the production of products and services. Particularly, 

since 2002, has this been the case since the accounting and governance scandals associated with companies such as Enron and WorldCom damaged 

the public perception of business (Smith, 2003). Therefore, with the increased scrutiny businesses face about their working practices, it is essential 

for organisations to be seen as socially responsible to help improve sales, strengthen brand positioning, attract and attain customer loyalty, and 

prevent negative media coverage. However, it is not enough for companies to just portray a socially responsible image; they must also provide 
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evidence of the success of their implemented CSR programmes. Therefore, we are investigating the level of disclosure on the selected 4 themes of 

CSR in the 4 big accounting firms.  

 

Research method 

Content analysis 

Our investigation employs content analysis. Essentially, content analysis provides a relatively objective means of classifying the frequency and 

volume of disclosures within the media being analysed (Duff, 2011). Content analysis is the most popular method of data collection employed by 

researchers of CSRDs (Adams et al., 1998; Ernst & Ernst, 1978; Gray et al., 1995). The aim of using content analysis is to predetermine and 

categorise disclosure of CSRD type activities in similar alignment with the GRI criteria, allowing data collected to be examined quantitatively. 

Therefore, by using this process, the contents of the annual reports and other related documents used within this research ‘are quantified objectively 

in a systematic and replicable manner. 

 

Defining CSR themes/categories 

A review of the CSR literature identifies six categories, or ‘themes’, that can describe an organisation's social and environmental disclosures. 

Empirical studies describe CSRD as relating to some combination of environmental, Human resources (HR), products, energy, community, and 

general disclosures. However, as Guthrie et al. (2008 p.2) note, “the generalised nature of most disclosure instruments is a limitation on the accuracy 
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of the results of empirical studies, and introducing greater situational specificity into the coding process represents an avenue for improvement.” In 

addition, the recent study of Chauvey et al., 2015 identified five themes of CSR (environment and energy, business practice, human resources, 

community and products) to determine whether these themes addressed or discussed by corporate managers in the reporting media of choice. 

Recently, the study of Duff, 2016 used six categories, sub-classified into elements adapted from the comprehensive CSRD database of Gray et al. 

(1995) to reflect the context of the accounting firm as provider of professional services. The elements are environmental disclosure, energy, 

community, clients, human resources and ethics.  

For the purpose of our study, to decide on CSRD themes, we reviewed the prior CSR literature, the Global Reporting initiative (GRI) criteria with 

more focus on a variety of related subjects such as the gender pay gap, global warming, education, poverty and diversity within the workforce. We 

decided to add value to the empirical studies by investigating the following themes/categories to reflect the specific nature of the accounting firms  

(Diversity and Equal opportunities, Social impact, education and environmental –well being).  

Data collection methods 

Following previous studies (Hassan, 2015; Hassan et al., 2013), a dichotomous scoring system is used to collect the disclosure index for each 

company. A value of one is assigned if a company adopts the elements identified in each theme, and a value of zero otherwise. The authors 

independently reviewed disclosure scores, with any scoring differences discussed and reconciled. Weights are not assigned for disclosure index 

items, as prior studies show that weighted and un-weighted scoring systems produce similar results (Hassan et al., 2013). Because we are 
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investigating only 4 companies, we did not follow the prior studies in presenting our results to calculate frequencies, percentage of disclosure, mean, 

median etc.,. Therefore, for those companies that scored one, instead of presenting the results as zero and one, we wrote some quotations from the 

company’s investigation as evidence of scoring one (see tables 5, 6, 7 and 8).  

To examine how the Big Four have responded to each element in each theme of CSRD activity being assessed, analysis of their annual reports, 

CSR stand-alone reports, impact/transparency reports and web pages is undertaken. This has provided both descriptive and strategic information 

connected to their social responsibility, which will help to address the research questions. We selected the time period of 2014-2016 to reflect our 

selected new themes and elements.  

 

Results 

Disclosure by company 

It was evident, whilst conducting this research, that disclosure of the CSR related activities made by each of the firms is not limited to just the annual 

review alone but involves a range of web materials including recruitment literature and media. The aim has been to specifically target selected 

stakeholders to which the firm wishes to communicate its CSR strategies. 
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Deloitte’s CSR Disclosure: Analysis 

Deloitte’s level of disclosure in each category remained fairly constant throughout the three years investigated; however, it lacks disclosure of its 

environmental strategies and well-being. There also appears to be far more disclosure in the ‘Diversity and Equal Opportunities’ and ‘Social Impact’ 

categories as compared to the other two. Table 1 details each category of CSR activity being examined and the corresponding programmes which 

Deloitte has disclosed via its impact report and web pages. 

 

Insert Table 1 about here 

 

As well as providing a detailed CSR report, Deloitte produces metrics, goals and targets to support the information disclosed. This is consistent with 

Deloitte’s mission, which is to remain transparent and trustworthy to its clients, people, and society; its contribution to CSR enables it to be 

considered as the standout firm in the accounting sector.  

Whilst David Sproul’s (CEO) statement in the impact report for 2014 remains highly positive of the work achieved by Deloitte, there is specific 

reference made to one particular area in which he feels the firm can improve upon – gender diversity. Deloitte has acknowledged that diversity 

brings great value to both its business and clients. Hoogendorn et al. (2011) is one example of a research article which explores the multiple benefits 

which implementing gender diversity strategies can bring, from an ‘…enlargement of pool from which talent is attracted, improvement of a firm’s 

corporate identity and brand image, better stakeholder relationships, higher employee motivation, higher customer satisfaction, more 
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complementarities … [to] better mutual learning.’ Deloitte’s main target to help address the gender diversity issue is to increase its female partners 

to 25% by 2020 and 30% by 2030. This will be achieved through the ‘Women in Leadership’ initiative, which promotes different methods to 

increase the intake of female partners, for example, through its ‘Work Agility’ programme. Deloitte focuses not only on improving gender diversity 

within the workplace, but also its contribution to a sustainable society. This involves four key themes: ‘social mobility through skills and education, 

Social Innovation Pioneers, extensive charity work and green journey’ (Deloitte, 2014). This is supported by programmes implemented by Deloitte 

and the legacies which they are expected to visit upon their respective communities. For example, ‘Deloitte Access’ is a new skills and education 

programme launched with the aim of raising the achievement, access, and aspirations of young people in low-income communities.  

Gender diversity, again, remained high on the list of priorities in 2015 for Deloitte, where a new measure of disclosure, the gender pay gap, was 

announced and published. The reason for this announcement and publication of figures was most likely increased media attention on the subject 

matter. By voluntarily disclosing information which is of high profile and of interest to many, Deloitte distinguishes itself as a transparent and 

socially aware and responsible business. The main revelation from this disclosure was the fact that there is a clear gender imbalance which exists at 

the most senior grades within the firm. Whilst it was beneficial for Deloitte to publish gender pay gap figures, little information has accompanied 

these figures, thus Deloitte fails to provide concrete evidence that any action has been taken to address the issue. The programmes, mentioned in 

Table 1, aimed at helping Deloitte reach its gender diversity target to increase female partners, have failed to have any substantial impact. (Figures 
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remained static at 15% for both 2014 and 2015, with a slight increase of 1% in 2016.)  No new solutions have been disclosed; however, our three-

year period has not seen substantial change and perhaps monitoring progress over a longer period of time will provide more information.   

Unsurprisingly, 2016 focused very much on the outcome of the European referendum result. This meant that Deloitte’s Impact report shifted its 

focus slightly more toward its social impact and education, where David Sproul had the following to say:  

 

The referendum demonstrated the breakdown in trust between the public and business, and shone a light on the lack of inclusive growth in our society. We 

have a role to play in supporting the needs of our communities across the country, and this should include a focus on how to tackle some of the biggest issues 

in the UK, such as education and skills, social mobility and productivity (Deloitte, 2016).  

 

The importance of improving social mobility was one area discussed in greater depth within its 2016 report, where Deloitte was named one of the 

government’s eleven social mobility business compact champions. Their social mobility week was also held to help raise awareness and create 

debate around the role business can play in breaking down barriers of social mobility.  

 

EY’s CSR disclosure: Analysis 

The disclosures and CSR strategies for EY were not restricted to a specific report; most information was communicated through its website and 

occasionally its Transparency Report. The level of disclosure was poor across the board, with most disclosure being in the ‘Diversity and Equal 

Opportunities’ category. EY also lacked consistency in its reporting of CSR activities and scant improvement was seen in the level of disclosure 
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between 2014 and 2016. The low levels of CSR disclosure provided by EY (Table 2) makes it harder to compare and contrast EY with the other 

three firms. 

 

Insert Table 2 about here 

 

The chairman of EY has reported that being an ‘inclusive employer’ is a fundamental part of EY’s business strategy, whereby it can provide 

innovative solutions for its clients by recognising and harnessing the most diverse range of thoughts, experiences, and skills. This is in recognition of 

the fact that the global workforce is now becoming more diverse as a consequence of an increasingly mobile international workforce and 

demographic and social change.2 Commitment from EY to helping diverse talent thrive can be seen through a selection of programmes, from 

supporting working parents, by using agile working practices and career and family coaching, to its differing approach to student recruitment, and 

direct action taken to level the playing field for women and ethnic minorities via the Career Watch programme. Whilst it is beneficial for both the 

public and EY’s associated stakeholders to receive this information regarding the firm’s intentions to diversify its workforce, little can be proven of 

the programmes’ effectiveness because there are no figures or data to support claims made about the programmes implemented. This seems to be a 

common problem in most areas (apart from ‘Environmental Well-being’) for EY. 

                                                       
2 A quick way to observe the diversity of the global workforce is to have a careful look around Dubai airport; the U.A.E. presently operates with a population of 11-12% citizens 

and 88-89% immigrants (source: Central Intelligence Agency (CIA), 2018). 
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EY acknowledged that it has a responsibility to manage and control its operations so as to lower its environmental footprint to demonstrate 

environmental stewardship. To do this, EY has identified key areas, via its website, where it can deliver the best results in reducing its emissions. 

The main area of concern to EY is the amount of travel emissions, which accounts for 83% of its GHG emissions. Reduction strategies for this 

include promoting cycling to work, video conferencing, and online meeting technologies. Where the issue of climate change has received heightened 

publicity through political means (the Paris Agreement) and media outlets (Blue Planet 2 documentary) as of late, increased focus and expectation 

turns to corporations to respond by finding ways to reduce their own environmental impacts.  

Educational work which EY promotes, via its CSR strategies and disclosure, focuses on social mobility, where there is encouragement to promote 

employability skills and work experience to those most disadvantaged. EY’s main focus in this category is its foundation, which was founded in 

2014. It is primarily designed to ‘help young people, particularly those from disadvantaged backgrounds find alternative routes into employment and 

education, or even set up a business’.   

 

KPMG’s CSR disclosure: Analysis 

KPMG’s CSR strategies and disclosures are all contained within the annual report. This makes it easier and simpler for KPMG’s associated 

stakeholders to find the relevant information they need, rather than having to search and read numerous reports. The negative aspect of this, 

however, can be the sheer bulk and volume of pages to be read. Our research shows that there is a sufficient level of disclosure across most 
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categories during 2014 to 2016. However, there remains an imbalance of disclosure between the ‘Diversity and Equal Opportunities’ and Social 

Impact’ categories and the rest.  

 

Insert Table 3 about here 

 

KPMG has been described as going through a big transformation since having elected its new chairman and senior partner in 2013, as part of his 

three-year strategic plan to reboot the firm to become the clear choice in the professional services sector. This has seen the re-launch of KPMG’s 

values, which include being open and honest in its communications and being committed to its communities. With new transformation comes great 

change, and this has been evident through KPMG’s new CSR programmes in 2014. They include the development of a three-year diversity and 

inclusion strategy, which provides detailed diversity characteristics for over 93% of the workforce. This allows monitoring for diversity to take 

place, after appropriate and realistic targets have been set. This will help find solutions to bridge the gap on equality. Not only do KPMG disclose its 

current grade population percentage in the workplace according to gender, but also categorise ethnicity, disability, and sexual orientation. This 

approach shows an effort to be seen as adopting a diverse and inclusive environment, which may attract the attention of stakeholders, in particular 

existing employees/ partners and ‘talent’ (new recruits, graduates).   

KPMG has put its skills towards helping tackle pressing social problems. This includes providing support for their charity partners in the form of 

volunteering across a wide range of projects and raising funds. It also incorporates KPMG’s citizenship programme, which allows the firm to be a 
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leading voice in the living wage campaign and an advocate of radical measures to tackle the U.K.’s housing crisis. These programmes are just a few 

testimonials to KPMG’s involvement in the community. Increased social involvement in the U.K. may have started as far back as 2001 for KPMG, 

when the KPMG Foundation was established. The objective of this foundation is to improve the lives of many individuals in the community, helping 

young people from disadvantaged backgrounds fulfil their potential. Particular focus is on early intervention and education, which has proven 

significantly beneficial in helping to drive social mobility. A key statement delivered by the Foundation’s chairman of the boards of trustees, Simon 

Collins, was that ‘all businesses have a role to play in proving - through actions, not just words - that business is a force for good in society’. This is 

especially poignant in today’s society where trust between society and business has been hit hard due to the variety of recent corporate scandals 

which have gained media attention, e.g. the Oxfam scandal (see BBC, 2018) and the Sports Direct scandal (see Goodley and Ashby, 2015).   

According to KPMG, environmental excellence is very important. The annual report for all three years provides transparent reporting of the 

required greenhouse gas emissions. Extra disclosure is supplied both in its annual report and website, setting out targets and new innovative ideas to 

reduce carbon impact and waste.  

KPMG’s gender pay gap was disclosed in the 2015 annual report and the recognition that more work needs to be done regarding diversity was 

reiterated. As Simon Collins (CEO) said: ‘we need to be a responsible business which is good for society too, brave enough – as we invariably are – 

to speak up and act on the issues that will make a real difference…’ The year 2015 saw the first disclosures made by KPMG for programmes 

associated with educational work. Youth employment and fair access were the main focus, as the ‘Work Ready’ programme introduced the aim of 
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developing employability skills in a fun, interactive way. Education work is seen to be mainly associated at targeting talented recruits, and 

competition to hire these individuals amongst the big four firms remains rife.  Thus, from 2016, there has been increased uptake of alternative routes 

into the profession by talented young people, including apprenticeships and work experience programmes, both of which KPMG offer. This is also 

seen as a strategy by many companies to attain a more diverse workforce. 

 

PwC’s CSR disclosure – Analysis 

PwC uses a combination of several reports to disclose its CSR strategies, including the annual report, transparency report, and the corporate 

sustainability annual update report. This makes it much more cumbersome for associated stakeholders to use and may not be the most ideal strategy 

to promote CSR disclosures. The number of programmes disclosed by PwC for each category looks impressive but is lacking in the ‘Educational’ 

and ‘Environmental Well-being’ sections. There was little continual improvement of disclosure documented after 2014, with continuous progress 

recorded only for the ‘Diversity and Equal Opportunities’ category.  

 

Insert Table 4 about here 

 

The vision for PwC, as stated in its annual report, is ‘doing the right thing for our clients, our people and our communities’. This implies who 

PwC’s most influential stakeholders are; disclosure of CSR activities will be centred on appeasing these three groups (in that order probably), 
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consistent with the managerial branch of Stakeholder Theory. Specific mention is made by the chairman in 2014’s annual report about ensuring 

PwC’s workforce reflects its communities; therefore, increasing diversity has been made a key priority for the firm. PwC has certainly delivered 

strategies to help increase its diversity within the workplace. This entails methods used by PwC such as encouraging more women into the 

workplace through the ‘Shadow a Female Leader’ programme which helps promote the accountancy profession among women. It also incorporates 

an annual equal pay review which is an important measure of the impact and effectiveness of PwC’s diversity and inclusion actions. It increases 

awareness, identifies, and explains any issues which will enable the firm to take action to close the gap. PwC became the first firm from the Big Four 

to disclose its gender pay gap in 2014, setting an example for the others to follow. PwC did acknowledge that, despite the progress made, more needs 

to be done. This was in recognition of the fact that there are more aspects to diversity than gender; the firm appears to be aware that it needs to do 

more to attract and support a more culturally diverse workforce. British Asians, for example, amount to 5.5% of England’s population (and, north of 

the border, 8.1% of Glasgow’s), and are well represented numerically in business school classes. How many British Asians work for the Big 4 and 

ascend into those firms’ top echelons?  

Some additional disclosures on diversity were published in 2015 via the website in the form of a diversity data explorer tool. This categorized 

employees not only by gender, but also ethnicity and age. Unfortunately for 2015, as PwC’s annual report became a digital interactive document, 

figures which showed the categorized employees by grade levels were unattainable due to a fault in the system. The only data retrievable was the 

total number of employees working in the firm for each category mentioned above. This technical issue was resolved for 2016, where disclosure of 
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senior management gender, age, and ethnicity targets by grade was configured, as well as how PwC is currently performing against those targets. 

The grade pool targets will provide direction and drive recruitment and promotion to the hot spot areas that need most attention to help diversify 

PwC’s workforce to reflect its communities. 

Reference made to embedding sustainability into PwC’s everyday work is published in its Corporate Sustainability annual update for 2014. 

Creating value through community and sustainability programmes is an important aspect of the firm’s strategy. Encouraging employees to share 

their skills and energy with support groups and charities across the U.K. requires the aid of numerous programmes specifically designed to raise 

awareness about the implications of social and environmental issues. PwC claims that ‘building a sustainability mind-set benefits our people and the 

clients and communities we serve’ (PwC, 2014). This is exemplified by the ‘One Firm, One day’ initiative, whereby all employees are encouraged to 

participate in community projects. We should note that volunteering hours at PwC increased from 51,535 hours in 2014 to 71,729 hours in 2016.  

Environmental stewardship is one of PwC’s main sustainability concerns. This is confirmed within its 2014 annual report where it claims that the 

firm is ‘constantly looking for ways to eliminate as many of our environmental impacts as possible’. This is accomplished through the numerous 

initiatives carried out by the firm, which can be seen in Table 4. The decision to change the annual reports from 2015 to a digital document using 

videos and infographics to display CSR activities can be seen as a strategy to reduce the use of paper documents.  

It was noted previously that analysis of PwC’s reports containing CSR activities between 2014-2016 shows a deterioration in disclosure in three 

of the four sub-categories, excluding ‘Diversity and Equal Opportunities’. This may be due to mounting pressure and increased regulation in this 
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specific area, particularly the gender pay gap. The spotlight on one particular component within the ‘diversity and equality’ strand will most likely 

create awareness of other issues in this category (diversity within the workforce, flexible working practices etc.), which puts companies under 

greater pressure to promote themselves as diverse and inclusive businesses.   

 

Discussion and conclusion 

Discussion 

A common thread seen for all four firms is the increased disclosure given to the ‘Diversity and Equal Opportunities’ category (see table 5). As 

discussed in an earlier section, the bounds and norms of society are frequently changing, which influences the current climate which surrounds the 

firms. The accountancy profession has witnessed increasing change in society over the past two decades which has led to heightened regulation. The 

changes in society’s views were influenced by repeated global reporting crises such as Enron, Parmalat, and others. In 2015, Prime Minister David 

Cameron announced new legislation that would force companies with over 250 employees to disclose data on the gender pay gap among staff from 

2018, in the hope to tackle some of the root causes of disparity between men’s and women’s pay. This event proved to be a significant influencer for 

CSR reporting for the Big Four firms between 2014-2016, where more attention was now focused on companies’ strategies to incorporate diversity 

and inclusion. Thus, increased external pressure from stakeholders can motivate and pressurise firms to disclose their CSR strategies’ so as to be 

regarded as legitimate. PwC was the first firm out of the four to report on this issue, where data was disclosed a year prior to the announcement 

which was made in 2015. PwC’s early initiative to voluntarily disclose this information publically can be seen as a way of legitimising its current 
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operations; its attempt to perhaps improve and enhance its current reputation (by distinctively declaring that it is the only firm of the Big Four to 

disclose its gender pay gap data) is the most reasonable explanation for this.  

From 2015, both Deloitte and KPMG disclosed their gender pay gap statistics. This is most likely due to increased pressure from the government, 

the public, and competitors (namely PwC). Legitimacy Theory is supported since both firms have been pressured by society to take appropriate 

action based on what society regards as acceptable, with mutual acceptance by both so as to remain legitimate. Interestingly EY did not disclose its 

gender pay gap during the time period investigated, focusing instead on its ‘Diversity and Equal Opportunity’ programmes to promote a strong sense 

of inclusivity, whereby it encouraged the promotion of increased female partner intake. It seems from observing the results, that these four firms, 

which are currently the industry leaders for the accountancy profession, are influenced by each other’s CSR disclosure and this may contribute to the 

reason why there are similar patterns of disclosure in each category investigated. This may be due to increased competition to attain and gain clients, 

talented experienced hires, and star graduates. However, no research has been conducted on how firms are perhaps influenced by each other in the 

accountancy industry, and the effects this may have on CSR reporting. Overall, from the results obtained, it can be concluded that KPMG offers the 

most comprehensive disclosure for the ‘Diversity and Equal Opportunities’ category, where it presents the most disclosure in terms of programmes 

implemented and incorporates further diversity measures into its strategies and data (not restricted to gender unlike Deloitte and EY). 

Each firm’s stakeholder groups can be seen as an essential factor in the implementation of some disclosures, an example of Stakeholder Theory in 

action. The professional service firms typically don’t have external investors, commonly existing as partnerships, where the owners work within and 
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manage the firm. Consequently, the role of certain stakeholders becomes significant, with firms responding by using various and numerous methods 

of disclosure specifically targeted at the different groups.  Key stakeholders are identified as: clients; graduates; the internal stakeholder of current 

employees and partners; and communities. These key stakeholders were identified also in Duff’s (2017) article, where he examined and explored 

how accountancy firms in the U.K., including the Big Four, use CSR as a device to maintain legitimacy with respect to key constituents.  

Disclosure within the ‘Educational’ category (see table 7) can be seen as a direct response to improve communication with graduates and school-

leavers. Graduates are an important audience for firms, where there is increased competition from not only rival accountancy companies, but that of 

banks and financial services providers who can offer more lucrative positions. It has been recognised that CSR disclosure can provide a source of 

distinction and a way to attract the attractive to what is presently seen as an unattractive industry (Duff, 2016; Jeacle 2008). Each firm has strategized 

programmes in the hope of stimulating interest from potential graduates and school-leavers. Whilst KPMG and PwC provide the most programmes 

for education, they do not offer the most comprehensive disclosure. Deloitte is the only firm of the Big Four to continually produce disclosure for the 

‘Educational’ category for the three years investigated, where comments are made on the progress of programmes. EY’s disclosure on ‘Educational’ 

programmes is found through recruitment material with no accompanying data to determine the success and impact of programmes. All four firms 

made changes to their recruitment processes for graduates, which can be seen as not only an opportunity to diversify their workforces, but as an 

opportunity to appeal to a greater pool of graduates. This can be explained by Stakeholder Theory, since pressure has been applied by graduates for 

fairer and less restrictive criteria in the recruitment process. All firms bar Deloitte took the initiative in 2015, reporting great success with the 
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increased volume of applications received. Deloitte eventually took the plunge in 2016, most likely due to the success it had observed its competitors 

experiencing. CSR activities also disclosed within this category include: philanthropy work associated with providing educational skills to 

communities across the U.K., which was implemented by all four firms.  

As explained earlier in this article, environmental impact can be viewed as a key driver for CSR disclosure (see table 8). Whilst it is mandatory to 

report and disclose all GHG emissions, all four firms have voluntarily disclosed supplementary information to highlight their efforts in combating 

the issues that surround the environment. This can be seen as a legitimising tactic, whereby their aim is to influence the general perception of their 

firms by addressing the public and stakeholders on their strategies on environmental issues; obviously they aim to be regarded as socially responsible 

businesses. Such perceptions will reduce the possibility of reputational costs and damage. Another motivation considered for implementing 

environmental CSR strategies is the reduction of operational costs. Whilst Deloitte has lacked information of descriptive nature detailing its CSR 

strategies for ‘Environmental Well-being’, EY and KPMG have provided additional disclosure strategies in regards reduction of their environmental 

impact by way of performance targets. 

CSR within the business sector can commonly focus on the relations between the company and its respective community, where this acts as an 

indicator to determine how sociably viable and responsible one is. Communities thus become a visible and tangible target of the accountancy 

industry’s social engagement (Duff, 2017). This area of CSR tends to cover charity-based work and social mobility work. All four firms make direct 

reference to the importance of community involvement within their business operations, where the disclosure from each firm highlights the strategies 
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used to support charity work and improve social mobility. Whilst EY only disclose two programmes which are aligned to this branch of CSR, the EY 

Foundation is their established charity and primary focus, concentrating on strategies to help tackle some of the major obstacles to social mobility in 

the U.K. This is a unique strategy used by EY in the fact that it solely focuses on work done by its own charity. PwC and KPMG have also created 

their own foundations; however, unlike EY, they do not solely concentrate and use this as their only means of social performance. Through analysis 

of the CSR disclosure, the bulk of programmes disclosed by Deloitte, KPMG and PwC, within the ‘Social Impact’ category are very similar to each 

other. Again, potential influences from one another can be seen as a contributing factor.  

Most accounting firms’ motivations for engaging in CSR disclosure are not clearly stated, but analysis of information that is disclosed in their 

reports and webpages, including analysis of the nature of their programmes, can reveal motivations. Previous academic literature and theories also 

support the reasoning and explanation for CSR disclosure and the strategies used. As Huang and Watson (2015) explain: ‘since CSR began as a form 

of self-regulation and in some cases even presently lacks a formal regulatory structure, responsibility for CSR reporting falls partly on accounting 

professionals. Thus, accounting plays an important role in corporate social responsibility.’ 

Our results of investigating CSRD in the UK big 4 accounting firms support the substantive approach of legitimacy theory. Because within the 

substantive approach, firms attempt to obtain legitimacy through changes in actions and policies, as a strategic response to external requests.  From 

our investigation, we noticed how the change in big 4 accounting firms’ strategy changed in action’’ (Hopwood, 2009).  
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Conclusion 

CSR remains today an ambiguous concept but one which has received increased interest and exposure in recent decades. The conceptual idea is that 

organisations have an obligation towards society and the communities in which they are situated, where their voluntary contributions should extend 

beyond legal requirements. Some previous academic literature alludes to the concept of CSR, with regards to the ‘business case’ (elaborated in 

Section 2), whereby companies have an enlightened self-interest to engage in these practices to increase profit generation. However, many 

academics have also referred to the concept of CSR with regards the ‘normative case’ (also mentioned in Section 2), with allusions to the desire to 

do good amongst society which originates from the core values of the organisation. The analysis from the research conducted in this study confirms 

that the Big Four accountancy firms in the U.K. can be seen to implement both the normative and business case of CSR strategy, in an attempt to 

continually be regarded as legitimate within the accounting industry through the portrayal of their responsible and ethical behaviour demonstrated by 

charity and social impact work that resonates with their business ethos. The firms can also anticipate to benefit from these actions. Such benefits 

include: the use of CSR to recruit and retain talented employees, as well as the ability to charge a premium price for their services due to the 

increased reputation enhanced by CSR. 

This research aimed to provide appropriate analysis of CSR within the Big Four accountancy firms, for which the motivations and strategies were 

identified through the disclosure of programmes implemented by the firms. Whilst CSR disclosure remains a voluntary activity, it presents an 

opportunity for the accountancy firms to project themselves as socially responsible leaders in the professional services field. This will allow them to 
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deflect any unwanted criticism on issues such as on-going financial crisis, regulatory inadequacy, and political ineptitude (Duff, 2017). This adheres 

to the Stakeholder and Legitimacy Theory – the latter proving crucial to any organisation’s operations. It is necessary, as part of the accounting 

profession, for firms to be considered capable to act in the public’s best interests as so to increase the confidence in their capabilities and services. 

Responsibility for CSR reporting falls partly on accounting professionals where there is currently a lack of any formal regulatory structure. This 

allows organisations to pick and choose information they currently disclose, perhaps leading to manipulation of information. 

The results show that disclosure of CSR activities is not limited to the annual review but is incorporated into web materials and even recruitment 

literature. This reveals a clear strategy used by the firms, in which they use a range of media channels to selectively communicate their CSR 

programmes to their most valued and key stakeholders. EY was the only firm of the Big Four to publish the majority of its CSR disclosure via media 

channels and not through annual reviews or supporting sustainability documents. Using some media channels can perhaps prove to be of beneficial 

use, depending on the type of stakeholder. For example, recruitment literature advertised via media channels might prove more successful in 

attracting graduates and school-leavers. Environmental strategies may also be disclosed in this way due to increased public focus on the matter and 

the fact that web pages allow environmental behaviour to be easily compared across firms. However, EY was also the firm which disclosed the least 

amount of information regarding its CSR activities by some margin. There was no clear indication as to why this was the case, and only speculation 

using prior theories and academic literature may provide an explanation. From an economic perspective, it has been said that companies should only 

enforce actions which reduce costs or increase benefits; that is, only disclosures that cut down costs or enhance revenues are worthwhile 
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(Gamerschlag et al., 2011). This cannot provide a viable reason for EY’s reduced CSR disclosure as the theories referred to in Section 2 confirm that 

CSR disclosure provides competitive advantages by way of increased revenues, increases which usually outweigh any associated cost increases.  

Over the time period studied, the results show that there was a continual improvement of disclosure in one specific area of CSR, the ‘Diversity 

and Equal Opportunities’ category. There were, however, difficulties in assessing the progress of disclosure across the board, specifically the limited 

disclosure provided by companies in certain years. Also, it was difficult to monitor progress to determine if any substantial change had occurred 

during the three-year period examined. 

 

Recommendations for future research 

It was evident, whilst conducting this research, that the accounting literature on CSR has been dominated by the relation between CSR and financial 

performance. This tends to draw readers’ attention to the consequences that CSR disclosure has on shareholders. However, CSR activities address 

the needs of an extensive group of stakeholders beyond shareholders. Thus, more research is needed to explore how CSR disclosure can benefit non-

shareholders. By incorporating the opinions of the users of CSR into future studies, analysis can be conducted to discover what impact CSR has, if 

any, on their behaviour towards firms. For example, do clients choose firms with considerable CSR policies and comprehensive disclosures? Do 

accountancy firms’ CSR strategies have the power to persuade and influence graduate entrants to pick their firms? 

Further research on this topic could incorporate pictures and videos as part of the database subjected to content analysis. Firms are increasingly 

using visual communication to address their audiences, and so this information has significant potential to further enhance the understanding of 
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firms’ CSR disclosure strategies. Future research could also assess the firms’ disclosures and motivations over a longer period. There is potential for 

the sub-categories of CSR used in this research to individually be explored further in future research. This would allow for an in-depth analysis of 

the different areas that influence CSR.  

 

Recommendations for practitioners 

The analysis of CSR disclosures between the Big Four firms and the results that have been obtained have allowed for recommendations to be made 

about the current CSR policies and legislation that is currently implemented in the U.K. Responsibility for CSR reporting falls on accounting 

professionals as there is presently no formal regulatory structure. This means that firms, including accounting firms, have control over the majority 

of their disclosures, which can lead to ‘green-washing’ and manipulation of information. It was also shown in the results that some firms are not 

disclosing information which can be of importance to stakeholders due to a lack of regulatory rules. To overcome these issues, further regulation and 

legislation is needed. The effects of this have already been witnessed via the gender pay gap legislation, for example, where increased disclosure on 

this subject matter and similar issues within the same category was identified.   

It is also recommended that all firms follow uniform CSR guidelines when disclosing their CSR strategies (similar to what the GRI is doing). This 

would allow for more accurate and easier comparisons to be made between different firms, and CSR disclosures could then be located more easily 

and efficiently.  
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Table 1: Disclosure of CSR activities by Deloitte UK from FY2014-16 

DIVERSITY AND EQUAL 

OPPORTUNITIES 

SOCIAL IMPACT EDUCATIONAL ENVIRONMENTAL WELL-

BEING 

Women in Leadership Regeneration Work Deloitte Access Edinburgh’s sustainable office 

transformation 

Return-to-work Placement 

Programme 

Access Accountancy Powerlist 

Foundation 

Environmental waste reduction 

strategy 

Working Parent’s Transition 

Programme 

Social Innovation Pioneers 

Programme 

One million futures 

programme 

Guaranteed renewable tariff for all 

purchased electricity 

Work Agility Programme Pro-bono support hours Ada Energy efficiency projects 

Respect and Inclusion Programme Working and Investing in our 

National Charity Partners 

  

Time Out Scheme Research (regarding automation and 

job creation) 

Modifications to the Recruitment 

Process 

Social Mobility week 

Voluntary disclosure of Gender 

pay difference  

 

Voluntary disclosure of socio-

economic and educational 
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background of partners and 

employees  

 

 

Table 2: Disclosure of CSR activities by EY UK from FY2014-16 

DIVERSITY AND EQUAL 

OPPORTUNITIES 

SOCIAL IMPACT EDUCATIONAL ENVIRONMENTAL WELL-

BEING 

Think, Act, Report Access Accountancy Smart Future 

Programme 

Alternate Travel Arrangements 

Work Agility Programme The EY Foundation  

 

Our Future 

Programme 

Environmental waste reduction 

strategy (including recycling) 

30% Club  Think Forward Food donation scheme 

Career Watch Schools 

Partnership 

 

BME Leadership Programme  

Modifications to the 

Recruitment Process 

Inclusive Leadership Training 

Programme 
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EY Networks 

EY Reconnect 

Career and Family Coaching 

Bridge the Gap to Success 

Founder of the National 

Equality Standards 

Mental Health First Aiders 

 

Table 3: Disclosure of CSR activities by KPMG UK from FY2014-16 

DIVERSITY AND 

EQUAL 

OPPORTUNITIES 

SOCIAL IMPACT EDUCATIONAL ENVIRONMENTAL WELL-

BEING 

Diversity and Inclusion 

Strategy 

(includes training) 

Working and Investing in our National 

Charity Partners 

Work Ready Environmental Management 

System 

Inclusion Week Access Accountancy Supporting Schools Biodiversity Project 

Return-to-work 

Programme 

BRIGHT Programme Improving literacy 

for young people 

Environmental waste reduction 

strategy (including recycling) 
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Inclusive Leadership 

Scheme 

Pro-bono support hours KPMG360° 

apprenticeship 

scheme 

Creation of new sustainable 

offices 

Voluntary disclosure of 

grade pool figures and 

targets for minority groups 

Research (regarding affordable 

housing and gender diversity myths) 

KPMG Discovery Technological Investments 

Modifications to the 

Recruitment Process 

KPMG Families for Literacy  Carbon emissions management 

Parent Power SPRING Initiative  

GROW Programme KPMG Foundation 

Voluntary disclosure of 

Gender pay difference  

Citizenship Programme 

Voluntary disclosure of 

socio-economic and 

educational background of 

partners and employees  

Back to Work programme (helping the 

homeless) 

IT’s Her Future 

Programme 

 

Work Agility Programme 

Women in Technology 
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Table 4: Disclosure of CSR activities by PwC UK from FY2014-16 

DIVERSITY AND 

EQUAL 

OPPORTUNITIES 

SOCIAL IMPACT EDUCATIONAL ENVIRONMENTAL WELL-

BEING 

Shadow a female 

leader programme 

Research (regarding promotion and 

support of the female workforce) 

Talent Academy Multiple sustainable office 

transformations (including London 

headquarters) 

30% Club 
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Voluntary disclosure 

of Gender pay 

difference  

Think Sustainability programme Business Insight 

Week 

Technological Investments 

(incudes promotion of online 

meetings) 

Modifications to the 

Recruitment Process 

PwC Foundation (includes NCPs) Whole Schools 

programme 

Environmental waste reduction 

strategy (including recycling) 

Work Agility 

Programme 

Pro-bono support hours Flying Start 

Programme 

PwC Climate Week 

Women in Business 

Programme 

One firm, One day event Higher 

Apprentices 

scheme 

 

Back to Business 

Programme 

PwC in the community programme  

Parents and Carers 

Network 

Brigade (social enterprise) 

Green Light to Talk 

Day 

 

Talent Watch 

Women in 

Technology 

Voluntary disclosure 
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of grade pool figures 

and targets for 

minority groups  

 

 

Table (5) Diversity and Equal Opportunities theme 

 Elements Deloitte EY’s  KPMG PWC 

1 Women in 

Leadership 

 

strategic goal is to increase the number of women 

at senior leadership levels within Deloitte. 

BME Leadership Programme 

provides high potential female with 

mentoring from the firm’s senior leaders.  

60 % of our recent Management 

Consulting graduate intake are 

female. 

PwC’s Shadow a Female Leader programme offers 

university students the chance to shadow a female partner 

for a week to work within a leadership role. 

2 Respect and 

inclusion 

Programme 

 

Running workshops to increase awareness of 

gender and diversity issues. All our people must 

complete online R&I training.   

covers Unconscious bias, Insider-outsider 

dynamics  

Intent and impact.  

 

Everyone taking personal 

responsibility for building diverse 

teams to interact better with a 

diverse and rapidly changing world.  

Talent Watch A programme for potential female and/or 

black and ethnic minority directors and senior managers.  

3 Work agility 

programme 

 

Designed to equip and trust people to deliver work 

of a consistently high quality when they are not 

physically in the office 

Providing leadership and support to help 

increase agile working practices 

We measure people’s output rather 

than input and encourage part-time 

and agile working.  

Our people value flexibility in their work to help them 

achieve more balance in their lives.  

4 Return-to-work 

Placement 

Programme 

to help women who have been out of the workforce 

for more than 3 years to return to work 

EY Reconnect:  for those wishing to return 

to the profession after a career break 

Offering roles in our Management 

Consulting and Tax practices to 

experienced professionals who have 

been out of the workplace for 18 

months or more 

Back to Business is a 6-month paid senior internship 

programme, to encourage senior professional women to 

restart their career after an extended break. It supports our 

diversity and inclusion agenda of increasing the proportion 

of senior female talent within PwC 

5 Working 

Parent’s 

Transition 

Programme 

 

Provide coaching for those returning from 

maternity, paternity, adoption leave 

Provides support for all parents taking 

leave, to help line managers understand 

their role. 

Parent Power: 

Help both female and male 

colleagues manage the transition 

into parenthood and back into their 

career with the Firm 

 

 

Parents and Carers Network : 

Shared Parental Leave 

6 Modifications 

to the 

Recruitment 

process 

:Introducing blind recruitment and academic 

allowing our recruiters to make more informed 

choices about candidates  

Removed the minimum academic 

standards in our  recruitment process, 

replacing it with a validated, strengths-

based selection process and apply blind 

recruitment. 

Diversity assessment tool in our 

recruitment and promotion 

processes 

We’re now asking recruiters to provide mixed shortlists of 

candidates, and are aiming to increase diversity among our 

trained interviewers and interview panels.  

6 Voluntary :   2014– 15.1% 
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disclosure of 

average Gender 

Pay difference 

2014-- 17.8% 

2015-- 16.8% 

2016-- 15.8% 

2014--- 21.4% 

2015--– 20.0% 

2016---– 19.8% 

 

2015– 15.3% 

2016 – 15.2% 

 

 

 

 

 

 

Table (6) Social impact theme 

 Elements Deloitte EY KPMG PWC 

1 Regeneration 

Work 

Regenerating Southwark: Creating a 

creative and digital hub in London’s Queen 

Elizabeth Olympic Park, advising 

Innovation City on its plans to create 

thousands of jobs the local community. 

The EY Foundation: Our mission is to 

work directly with disadvantaged young 

people, with employers and social 

entrepreneurs, to create and support 

routes into education, employment and 

enterprise and make them more 

employable. 

  

KPMG Foundation: Focuses on 

programmes that are working to change 

the poor life outcomes for young people 

in care and on the edge of care and those 

living in deprived families.  

Brigade –Social enterprise: Our work with 

those at risk of, or already homeless – 

helping them get back into employment via 

our social enterprise restaurant, Brigade 

 

2 Access 

Accountancy 

The initiative sets key targets for 

professional service firms to broaden the 

diversity of young people coming into the 

profession. 

 The initiative sets key targets for 

professional service firms to broaden the 

diversity of young people coming into 

the profession. 

 

The initiative sets key targets for 

professional service firms to broaden the 

diversity of young people coming into 

the profession. 

The initiative sets key targets for 

professional service firms to broaden the 

diversity of young people coming into the 

profession. 

3 Social 

innovation 

pioneers 

programme 

 

Uses the skills of our people and the firm’s 

resources to support the growth of the social 

enterprise sector to grow to create jobs and 

attract investment. This can be done by 

providing strategy advice, financial 

planning reviews, digital support, 

organisational redesign, analytics and tax 

advice 

NA SPRING Initiative workshop: we 

support, and encourage our people to 

volunteer to raise awareness about the 

social mobility and environmental 

initiatives. We have a new café-deli, 

committed to provide an inclusive 

community space and offer 

apprenticeships for young people. 

Back to Work programme (helping the 

homeless: Employment projects helping 

homeless individuals and those at risk of 

homelessness gain experience in a real-life 

working environment through our Back to 

Work programme. 

4 Pro-bono 

support hours 

2014--50,525 hours  

2015--13,458 hours  

2016--46,800 hours  

NA 2014--47,930 hours 2015-43,190 hours 

2016-47,996 hours  

 2014--51,535 hours  

2015--61,541 hours  

2016--71,729 hours  

5 Research 

(regarding 

automation 

and job 

creation 

London futures research estimated that 

some 35% of jobs across the UK will be 

made redundant over the next 10-20 years. 

The research has shown that the UK must 

prepare to deal with coming changes and 

work to ensure that new jobs created by 

NA We chose to raise our voice on the UK’s 

housing crisis, and published new 

research into the affordability gap.  We 

sponsored and co-published the largest 

race in the workplace survey. The 

findings dispel some of the common 

Largest ever research into women in the 

workplace. We launched a ground- breaking 

study of the barriers women face in the 

workplace. The project focused on women 

aged 28-40, which has been identified as a 

critical phase for career development.  



 

54 
 

technology outnumber those being 

eliminated. 

gender diversity myths in the workplace.  

5 Working with 

National 

Charity 

Partners: 

 

Alzheimer’s Society, Mind and Prostate 

cancer UK 

NA Citizenship Programme: 

Involvement with the Living Wage 

Foundation  

 

Annual volunteering event to raise money to 

support these organisations. We encourage 

all our people to get involved with 

community projects. 

 

 

Table (7) Educational Theme 

 Elements Deloitte EY KPMG PwC 

1 Company 

contribution to 

education 

Our people volunteer hundreds of hours a 

year to support the development of young 

people (from disadvantaged background) in 

schools across the UK. It supports 

achievement, providing young people with 

the skills they need to access a wide range 

of careers. 

Smart future programme: Providing three-weeks of 

paid business work experience and part of a national 

programme to increase the employment of young 

people to improve a young person’s chances of 

getting a job after school or going onto higher 

education.  

Work Ready: Helping Year 9 and 

10 students develop employability 

skills in a fun, interactive way. 

Talent Academy: 

A three-day residential Talent Academy for 

first-year students 

2 Other 

Educational 

Programmes:  

We work with the Powerlist Foundation to 

support careers for black and ethnic 

minority students through a Summer 

Leadership programme. We offer 

networking opportunities, mentors and 

friendships with high achieving students 

from diverse backgrounds.  

Our Future programme: 

is an employability skills and work experience 

programme designed to help young people get a job. 

The six-month programme for young people aged 

16-19 starts with a week of employability skills 

workshops, followed by six months mentoring to 

help you with your career decisions, and two weeks 

paid work experience. 

Supporting schools, particularly 

those in disadvantaged areas or 

those testing new ways to support 

and develop young people from 

less privileged backgrounds, 

improving skills and increasing 

academic achievement. 

Business Insight Week work experience 

programme for students, focused on 

improving access to the profession. They will 

get a unique insight into how the world of 

business works, putting them a step ahead of 

the competition when they start looking for a 

job. Improve employability skills, and 

increase network, get paid for the week, build 

their confidence, work on real projects. 

 One million 

futures/think 

forward/ 

programme We are working with over 50 of 

the most inspiring social enterprises, 

charities and schools to achieve our 

ambition, providing them with a package of 

support and comprising pro-bono, 

volunteering and fundraising. We want to 

overcome barriers to education and 

employment, giving individuals the skills 

and opportunities to succeed 

Think Forward: 

In 2011 EY committed to support Impetus – Private 

Equity Foundation, by becoming a founding 

member of its Think Forward programme (which it 

also helped design and develop): providing mentors 

and support for young people at risk of becoming 

NEET (not in education, employment or training) at 

partner schools in East London. 

Improving literacy for young 

people We work directly with 

young people to improve their 

reading, writing, speaking and 

listening skills in less advantaged 

communities. 

Whole Schools to support the students, staff, 

and governors in 25 schools across the UK 

through our “whole school approach”. This 

offered schools a holistic suite of support, 

including mentoring, employability skills 

workshops, and enterprise skills sessions, 

which have had a significant impact on 

students.  

 other Ada  programme: Tackle digital skills 

shortage facing businesses in the UK 

School Partnership: 

Providing EY volunteers to local schools to assist 

students with literacy, numeracy and IT 

KPMG360° apprenticeship 

scheme: 

Offering talented young school 

Flying Start Programme: 

Our Flying Start programme offers valuable 

experience for those who want to go to 
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development. EY Foundation volunteers support 

young people from age 13 upwards. 

leavers an alternative way into our 

profession to the traditional 

graduate route. The scheme 

supports our ambitions to widen 

access to our profession and 

attract talent that is as diverse as 

the clients we work with.  

university and ultimately want to become a 

chartered accountant. This PwC-endorsed 

accounting and finance degree (in 

conjunction with the ICAEW and the 

universities of Newcastle, Nottingham and 

Reading) offers an exciting and challenging 

opportunity, with the benefit of going to 

university, getting paid work experience and 

fast-tracking your career 

    KPMG Discovery: 

KPMG’s flagship work placement 

programme, the ‘Discovery 

programme’, in support of Access 

Accountancy, aims to raise 

awareness of opportunities into 

the profession for young people 

and to help build a diverse 

pipeline for KPMG’s school and 

college leaver programmes. 

Our Higher Apprenticeship programme offers 

full-time paid professional roles for school 

leavers. It’s designed to help individuals 

develop their business skills while completing 

formal training and studying towards 

qualifications 

      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table (8) Environmental well-being Theme 

 Elements Deloitte EY KPMG PwC 

1 Environmental waste 

reduction strategy 

Reduction of our absolute carbon 

emissions through our Agile Working 

programme and a push to use video-

conferencing and online collaboration 

tools to deliver low-carbon engagements. 

 

Reduction of paper, gas, electricity and 

water  consumption   

 

Growing network of video conferencing and 

telepresence facilities, enabling face-to-face 

meetings without the need for travel 

 

 

Reduction of our absolute carbon emissions, 

paper, gas, electricity and water consumption.   

 We seek to avoid unnecessary travel 

and minimise waste by engaging on 

environmental matters with our 

suppliers and clients.  

 

We seek to send zero office waste to 

landfill. 

we introduced composting at our UK 

headquarters and removed polystyrene 

Reduction of our absolute carbon 

emissions, paper,  gas,  electricity 

and  

water consumption 
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from all catering areas across the firm. 

This has significantly increased our 

recycling rates. We have invested in 

Skype for Business, and use audio and 

video calling on our laptops. We have 

also installed videoconferencing and 

Lync Room Systems in all our new 

facilities. 

 

Reduction of our absolute carbon 

emissions, paper, gas, water  and 

electricity consumption. 

2 others Edinburgh’s sustainable office 

transformation: The transformation of our 

Edinburgh office to a more modern, 

sustainable space is on track to receive a 

Gold accreditation for its re-design. 

Upgrades throughout the building have 

resulted in energy savings, including an 

18% reduction in our electricity 

consumption  

Food donation scheme: 

Donating unsold food from London sites to a local 

vocational training centre for homeless people. 

Sending food waste from London, Birmingham 

and Liverpool catering services for anaerobic 

digestion 

Biodiversity Project: 

KPMG became home to Canary Wharf’s 

first ever colony of honey bees. 40,000 

bees have taken residence in two 

specially constructed hives on the roof 

of our Canada Square building. We are 

now looking across our office estate to 

establish how we can make it better for 

biodiversity and more welcoming to 

bees and other pollen carrying creatures. 

PwC Climate Week We work with 

public and private sector 

organisations to tackle the 

challenges posed by climate change 

and resource scarcity. We launched 

our own ‘PwC Climate Week 

initiative to engage our people and 

clients in the climate change 

conversation and encourage action 

to reduce emissions. We 

encouraged people to make a 

personal pledge to reduce their 

carbon footprint and signed them up 

to training for online meetings, 

which can be used as an alternative 

to business travel. 
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