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EXECUTIVE SUMMARY 

Information technology firms have been growing rapidly and are generating high paid jobs, 

impressive returns on investment, and incredible stock returns. The Silicon Valley region in 

particular has been singled out as the global hub for innovation and income growth. 

Simultaneously, Silicon Valley Tech firms have generated sustained criticism for a lack of 

demographic diversity and repeated accusations of hostile work climates toward women and 

minority employees. For large Silicon Valley Tech public recognition of continued employment 

diversity challenges as well as claims of hostile workplaces are widespread. 

We examine diversity in the Tech industry by calculating executive, managerial and professional 

employment shares by race and gender for 177 leading Silicon Valley Tech firms, comparing them 

to 1,277 smaller Tech firms. These shares come from data reported to the U.S. Equal Employment 

Opportunity Commission in 2016, which every large workplace is required to submit under the 

1964 Civil Rights Act.  

Overall, we document for the first time considerable variability among firms in their employment 

diversity. Diversity in Tech is clearly possible now and our results suggest that some firms have 

already figured out how to do it.  

We also show that it is possible to develop metrics for evaluating firm’s success or failure relative 

to their peers. Benchmarking firm success or failure at achieving more diverse workforces is a 

prerequisite for holding both firms and their management teams accountable as well as increasing 

transparency to both internal and external stakeholders. 

The causes of Tech’s diversity problems are no doubt complex. This does not mean, however, that 

the solutions need be. Employment diversity is a mathematical result of who gets hired, promoted 

and retained. To change diversity these three simple factors need to be measured, monitored and 

managed. Since the internal climates of firms are central to both recruitment and retention, in the 

end this is what needs to be managed. These firms already know how to develop innovative 

products, compete in dynamic global markets, hire in competitive labor markets, and are rapidly 
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transforming our world. It’s difficult to come up with a plausible reason why many cannot manage 

diversity. In this report we show that some firms are diverse, so then the question becomes why 

some are not. 

 

KEY FINDINGS: 

● Large Silicon Valley Tech firms have few women, Black or Latinx employees. The 

higher the rank of the job the less numerous women and minorities become. 

o However, the large firms have more diversity than smaller ones. Relative to smaller 

Silicon Valley Tech firms White men, Black men, Black women, Latinos, and 

Latinas are employed at somewhat higher rates in large Tech firms, while Asian 

men and Asian women are less prevalent. White women are more likely to be in 

executive positions in these largest firms. 

o In large Tech firms Asian men and women are concentrated in technical positions, 

but are less well represented in manager and executive positions. White women, in 

contrast, when compared to Asian men and women, are more common in 

managerial jobs. 
o Pipeline explanations are for the lack of Latinx and Black employees not supported. 

● There is considerable firm level demographic variation across these large Silicon 

Valley Tech firms. 
o In the median firm White male representation is about 41% of all workers, but there 

are twelve firms where White men are less than a quarter of employees. While more 

than 80% of executives are White male across all large Silicon Valley firms, White 

men dip below half of executives in twenty-four firms. 

o There are four firms with no Asian men in management and twenty-one where they 

are absent among top executives. On the other hand, Asian men are more than half 

of all professionals, managers and executives in seven, five and four firms 

respectively. 
o On average Black men make up less than 1.5% of employees in all three 

occupations, but twice that in some firms. Black men are more than 3% of 

executives in sixteen firms. Crossing the 3% threshold for Black men is rarer among 

managers (fourteen firms) and professionals (nine firms). But there are three firms 

where Black men are more than 10% of managers. All but seven firms have at least 

one Black male employee, but 71% have none at the executive ranks. 

o In all occupational ranks, the median proportion Latino is less than 3% and firms 

with no Latino employees in executive jobs are quite common. There are, however, 

thirteen firms where Latinos comprise more than 5% of executives. Latinos are 

more than 5% of managers in thirty-six firms and of professionals in twenty. 
o There are firms where none of the executives (16 firms, or 9%) or managers (4 

firms, or 2.3%) are White women. But in a handful of firms, White women 

comprise more than 25% of managerial (36 firms), executive (18 firms), and 
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professional jobs (9 firms). White women are more common in managerial jobs 

than either professional or executive positions. 
o Sixty-six firms (37.3%) have no Asian female executives. Seven firms have no 

Asian women in management. In contrast there are twenty-one firms where Asian 

women comprise more than 20% of professionals. In twenty-two firms Asian 

women comprise 15% or more of managers, in only three firms are Asian Women 

represented at this rate among executives. 
o Black women and Latinas are rare in all professional, management and executive 

jobs. There are, however, a handful of firms where both groups are more than 3% 

of all of these job groups. 
● Managerial composition matters for group access to Tech jobs. 

o More White men in executive jobs are associated with the employment of fewer 

Asian men and Asian women in professional jobs 
o Conversely, more White women in management jobs are associated with the 

employment of more professional Black women and Latinas. 
 

 

 

 

This report was developed in collaboration with journalists at Reveal, from the Center for 

Investigative Reporting. Reveal developed the list of larger Silicon Valley technology companies 

we examine in this report and did a parallel analysis of publicly released diversity numbers for 

twenty-six prominent Silicon Valley firms. You can learn more about those firms and where they 

lie on the distributions produced for this report here.  

The source data for this report come from confidential EEO-1 reports by firms to the U.S. Equal 

Employment Opportunity Commission. This report has been reviewed by the Commission as to 

compliance with confidentiality requirements in the 1964 Civil Rights Act. Analyses and findings 

in this report are the responsibility of the authors and the Center for Employment Equity and do 

not represent analyses or interpretations of the U.S. Equal Employment Opportunity 

Commission. 

 

 

 

 

 

 

 

https://www.revealnews.org/
https://www.revealnews.org/
https://www.revealnews.org/article/heres-the-clearest-picture-of-silicon-valleys-diversity-yet/
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Is Silicon Valley Tech Diversity Possible Now?  
There is ample evidence that the Tech industry, and particularly Silicon Valley firms, has a 

diversity and climate problem. Most prominently, the U.S. Equal Employment Opportunity 

Commission recently reviewed the substantial literature suggesting gender and racial bias in 

employment in this sector. That report also examined the evidence of the supply of women and 

underrepresented minorities and concluded that while there may be some limits in the diversity of 

available labor, there is substantial attrition of women and minorities in post-education access to 

Tech firms and high rates of turnover once hired. 1  

Some of the most direct evidence on the chilly climate in Tech for women comes from the research 

of Joan Williams and the Center for WorkLife Law, who found that two-thirds of all women and 

three-quarters of Black women in Tech reported having to prove themselves over and over again. 

A majority reported co-worker and manager backlash when they did not conform to female 

stereotypes, and many felt isolated at work and confined by stereotypical views of women’s roles.2 

A recent report on “Tech leavers” suggests that unfair and stereotyped treatment is a major and 

expensive source of turnover for Tech firms.3 Another major report documented that while Asian 

ancestry workers were a large proportion of the professional Tech workforce, their representation 

in managerial and executive positions lagged behind that of White men and White women.4  

In this report, we ask a set of new questions: Are all of the largest firms in the Northern California 

Tech sector consistently tilted toward White men? Or is there important firm variation in the ability 

to recruit and retain a more diverse workforce? Are there firms that demonstrate that diversity is 

currently possible in Silicon Valley?  

Our approach to answering these questions is simple. We take all of the largest Tech firms in the 

Silicon Valley and San Francisco Bay areas of California and calculate their employment 

distributions overall, and in executive, managerial, and professional jobs. In the Tech industry it 

is common for executive and managerial employees to be promoted from professional positions. 

These three jobs represent the technical as well as leadership labor market in this sector. We draw 

from data reported to the U.S. Equal Employment Opportunity Commission in 2016 (the most 

                                                           
1 The notoriety of the Tech industry has led to investigations by both the U.S. Equal Employment 

Opportunity Commission (U.S. Equal Employment Opportunity Commission. 2016. Diversity in 

High Tech) and the Federal Governmental Accountability Office (United States Government 

Accountability Office. 2017. Report to the Ranking Member, Committee on Education and the 

Workforce, House of Representatives: Diversity in the Technology Sector: Federal Agencies 

Could Improve Oversight of Equal Employment Opportunity Requirements. November 2017 

GAO-18-69).  
2 Joan C. Williams. “The 5 Biases Pushing Women Out of STEM.” Harvard Business Review 

March 24, 2015. 
3 “The 2017 Tech Leavers Study.” Kapor Center for Social Impact. 

https://www.kaporcenter.org/tech-leavers/ 
4 Buck Gee and Denise Peck. “The Illusion of Asian Success: Scant Progress for Minorities 

Cracking the Glass Ceiling, 2007-2015.  2016. 
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recent data available), which every large workplace is required to submit under the 1964 Civil 

Rights Act. The source data for this report is confidential and we cannot report the names of 

specific firms, but we can compare diversity in the large Tech firms to each other as well as to 

smaller Tech firms in the Silicon Valley area. Our analyses document substantial variation in firm 

diversity, which indicates that diversity in Tech is possible now.5 

We begin by describing employment diversity in these large Silicon Valley Tech firms and then 

go on to compare their employment diversity to that in smaller local Tech firms and to national 

talent pipelines.6 The heart of the report focuses on firm variability in demographic diversity 

among large Silicon Valley Tech firms. We conclude by exploring the limited potential of 

leadership diversity, and the larger opportunities associated with accountability, transparency, and 

diversity metrics to promote increased diversity and welcoming organizational climates in Tech. 

 

Gender and Racial Diversity in Tech 
Table 1 reports the gender and race composition of the population of large Silicon Valley Tech 

firms. Male workers, particularly White and Asian men, dominate Silicon Valley Tech firms. This 

is true among executives, managers and the core technical workforce as well. African American 

and Latinx employees are much fewer in number.  In most workplaces there are very few African 

Americans, Latinos, or women.  

About 70% of total managerial and professionals in large Silicon Valley Tech firms are men. 

Executives, the people with power to change firm policy and make capital investment decisions, 

are even more likely to be men (79%). White men are the most common group, holding 38.7% of 

professional jobs, 46.5% of management positions, and 58.7% of executive jobs. Asian men are 

the next most common, employed in 25.9% of professional positions, 17.9% of managers, and 

16.3% of executives. Black men and Latinos are rare. Black men are only 1.8% of professionals, 

1.5% of managers, and only 1 among 100 executives. There are slightly more Latinos in these 

large Tech firms than Black men. But their numbers are also quite low: 3.4% of professionals, 

3.6% of managers, and 2.1% of executives are Latinx. 

White women are only 13.8% of professionals but are more common among managers (18.2%) 

and among executives (14.6%) White women are actually slightly more common among managers 

than Asian men, and almost as large a component of the executive ranks. This pattern suggests that 

once they gain access to Tech firms White women have promotion or lateral hiring advantages 

over Asian men in access to authority invested jobs. The pattern for Asian women is quite the 

reverse. They make up 11.6% of Tech professionals, 7.8% of managers, and only 4.5% of 

executives. Asian men and women are prominent in professional roles, but much less so in 

                                                           
5 Detailed discussions of methodology and the underlying EEO-1 data are presented in Appendix 

1. 
6 We define the comparison geography for both of these samples as the San Jose–San Francisco–

Oakland, CA Combined Statistical Area. We then focus on firm variation in employee diversity 

in these large Silicon Valley Tech firms. 
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managerial and especially executive roles.7 There appears to be a pipeline into executive jobs that 

favors White men, another that leads Asian men and women into professional positions but is 

blocked in terms of upward mobility, and still another one that diverts White women from 

professional and into managerial, but not executive jobs. 

 

Table 1. Gender/Race Shares of Employment in Percent, 177 Largest Silicon Valley Tech 

Firms.  

Race Gender All Employees Executives Managers Professionals 

All Men 69.8 79.2 70.7 71.2 

 Women 30.2 20.8 29.3 28.8 

White All 57.5 73.3 64.7 52.4 

 Men 41.3 58.7 46.5 38.7 

 Women 16.2 14.6 18.2 13.8 

Asian All 28.1 20.8 25.6 37.5 

 Men 19.2 16.3 17.9 25.9 

 Women 8.9 4.5 7.8 11.6 

Black All 4.4 1.4 2.5 2.9 

 Men 2.7 1.0 1.5 1.8 

 Women 1.8 0.4 0.9 1.1 

Latinx All 7.3 3.0 5.2 5.0 

 Men 4.9 2.1 3.6 3.4 

 Women 2.4 0.8 1.6 1.6 

Note: Because Native Americans and Multi-racial groups are not presented in the table but 

included in the total number of employees the sum of each race is not 100%. 

Latinas and Black women are quite rare in these large Silicon Valley Tech firms, making up only 

2.4% and 1.8% of all workers. Minority women, when employed in these firms are most common 

in lower level jobs, followed by professional occupations which are 1.6% Latina and 1.1% Black 

women. Both groups are vanishingly rare in the executive ranks. 

 

                                                           
7 This pattern was recognized in an earlier study by Gee and Peck, see footnote 3. It is not 

possible from these data to distinguish between promotions and lateral external hires into 

managerial jobs. Recent research on the career histories of tech professionals by Sharla Alegria 

suggests that Asian women are more typically confined to narrow technical specialties and that 

White women are preferred for managerial promotions over both Asian men and women. 

Alegria’s research (see footnote 13) suggests that White women more often get access to 

“translational” rather than authority invested managerial roles (Sharla Alegria, 2016. A  Mixed 

Methods Analysis of the Intersections of Gender, Race, and Migration in the High-tech 

Workforce. Ph.D. Dissertation University of Massachusetts, Amherst.) 
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How Do Large Silicon Valley Tech Firms Compare to Small Tech in the Same Region?” 
We also compared the employment pattern in these 177 large Silicon Valley area Tech firms to 

1,277 workplaces associated with smaller Tech firms in the same region.8 Figure 1 reports these 

comparisons. We wondered if large Tech firms, perhaps because they are under more intense 

external scrutiny for their diversity outcomes, do better than smaller Tech firms who are recruiting 

their labor from the same skill pool. In general, employment composition is relatively similar in 

the largest and smaller Tech firms.  

 

Figure 1. Percent Surplus/Deficit of Each Demographic Group in Large Silicon Valley Tech 

Firms -Relative to Smaller Silicon Valley Tech Firms 

 

Note: These statistics are calculated as the ratio of each occupation/demographic group in 

large Tech firms to their representation in smaller Tech private sector firms in the San Jose–

San Francisco–Oakland, CA Combined Statistical Area. 

We start with the bad news: White men are more likely to be employed by larger Tech firms than 

smaller Tech firms, and this is particularly the case for professional occupations. But, there is also 

some good news. Black men and women, while still numerically quite rare, are much more likely 

to be found in the large Tech firms than in smaller firms. This pattern is particularly pronounced 

among professional and executive jobs. White women and Latinas are more common in executive 

jobs in large Tech, while Latinos are more common in management and professional roles. This 

suggests that among these largest Silicon Valley firms, at least some are better at hiring or retaining 

diverse workforces, particularly in managerial and executive roles, than the much more numerous 

smaller Tech firms in the area.  

                                                           
8 Appendix 4 outlines our procedure for drawing this sample of smaller Tech firms. 
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In striking contrast, Asian men and women are more commonly employed in the smaller Tech 

firms in all three occupations. In contrast to prior research which documents Asian employment 

advantages in large Silicon Valley Tech firms, our results suggest the opposite conclusion relative 

to the local labor supply. Compared to other tech firms in the region Asian men and women have 

consistently lower access to these largest Tech firms and their often lucrative jobs.  

 

How Do Large Silicon Valley Tech Firms Compare to the National Supply of Tech Workers? 

A common explanation for the low diversity in Tech firms is that there is a pipeline problem. There 

simply are not enough women or minority workers to hire into these technically demanding jobs. 

The EEOC report referenced above suggests that this may be a problem, but that it is far from a 

complete explanation. Compellingly, a recent U.S. General Accountability Office report showed 

that 57% of employees in tech occupations were actually employed outside of Tech industry 

firms.9 The majority of programmers, systems analysts and other coders work in information 

intensive industries, like banking and universities, and in support roles in larger firms of all kinds. 

This suggests that the available labor force that these leading Tech firms could recruit from is quite 

large.  

The pipeline explanation is particularly suspect for Black and Latinx workers. The GAO estimated 

for 2015 that African Americans were 7.5% and Latinx 7.7% of tech professional employees 

outside of the tech industry. In the large Silicon Valley tech firms we are examining here African 

Americans are only 2.9% of professional workers. Latinx are 5% of professionals in these firms. 

If there is a pipeline problem for Blacks and Latinx, it may simply be the failure to build the pipe.  

The picture is different for women as a group. Their representation in professional jobs in these 

large Tech firms (29%) is somewhat higher that the GAO estimate of their availability in national 

tech occupations (25%), although this small difference probably represents the EEOC’s inclusion 

of all professionals, not just technology professionals, in the EEOC’s professional occupational 

group. The reports of chilly climates, sexual and general harassment, failure to train and promote, 

and the resulting high turnover among women in these firms suggest that the problem is in the 

management of the firms themselves. The degree to which gender diversity is effectively managed 

is likely to be reflected also in variation between firms in their gender diversity. 

 

Is Demographic Diversity Possible Now in These Large Silicon Valley Tech Firms? 
In the remainder of this report we examine the extent to which large Silicon Valley firms deviate 

from these average patterns. One can think of this exercise as answering a pressing question for 

                                                           
9 United States Government Accountability Office. 2017. Report to the Ranking Member, 

Committee on Education and the Workforce, House of Representatives: Diversity in the 

Technology Sector: Federal Agencies Could Improve Oversight of Equal Employment 

Opportunity Requirements. November 2017 GAO-18-69. 
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these firms, employment equity advocates, and regulators: Is demographic diversity already 

possible in large Silicon Valley Tech firms?  

We approach this question by examining the actual distributions of employment in executive, 

managerial and professional jobs in the population of 177 large Technology firms in the San 

Francisco/Silicon Valley labor market. These distributions can be accessed at Github and any 

Silicon Valley Tech firm can use them to benchmark their diversity relative to this group of large 

Tech firms.10 

Figure 2. Density Plots of Male Employment Distributions for Executives, Managers, and 

Professionals Employment in 177 Large Silicon Valley Tech Firms.  

 

 

 

 

 

Figure 2 displays the variation in male employment across Silicon Valley Tech firms. As we have 

already seen, men tend to be employed at higher rates than women, but in some firms women are 

actually a majority of employees. As we documented in the previous section, the higher up the 

occupational ladder we go in these firms the more numerous men tend to be. At the same time, for 

each distribution of employee groups across this population of Silicon Valley Tech firms, there 

are firms that are more than 50% women, even among executives. Conversely, there are firms in 

which all executives are men, and many where more than 80% of managers and professionals are 

men. Some firms are clearly better and others worse at hiring and retaining women. Some are 

almost entirely male. 

                                                           
10 Reveal in their companion reporting of Silicon Valley Tech diversity used these same 

distributions and have posted them at this site: https://github.com/cirlabs/Silicon-Valley-

Diversity-Data. 

These density plots visualize a smoothed distribution of employment over the 177 firms. The peak 

displays where values are concentrated over the distribution. The horizontal-axis is the percent of 

men (x) in each occupation. The vertical-axis is the percentage of the total number of firms at each 

x-values out of the population of 177 firms. 

https://github.com/cirlabs/Silicon-Valley-Diversity-Data


 

10 
 

 

Tech Firm Diversity Among Men  
Although White and Asian men dominate these Tech firms, the degree of diversity varies markedly 

across gender/racial groups and occupations. Higher employment diversity is not an impossible 

achievement. The top left box-plot in Figure 3 shows the distribution of White men in these 177 

firms. The median White male representation is about 41% of all workers, but there are ten firms 

where White men are more than 55% of employees and twelve where White men comprise less 

than 25%. Diversity is possible in big Tech firms. 

 

Figure 3. Box Plots of Male Representation for Whites, Asians, Blacks, and Latinos in 

Total, Executive, Manager, and Professional Employment.  

 

 

Among executives, the median proportion of White men is higher than 60%. Nonetheless, there is 

diversity in White male representation here as well. More than 80% of executives are White male 

A box plot shows a central box banded at the 25th and 75th percentile of firms, a line for the median is 

in the middle of the box, lines for the upper and lower bounds within a normal distribution, dots 

represent statistically outlier firms. 
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in eleven firms. In contrast, White men comprise less than 50% of executives in twenty-four firms. 

The distribution of White men in professional jobs across firms looks quite similar to their 

distribution across all jobs, in some firms almost all professionals are White men, in others White 

men are a small minority of professional workers. Managerial distributions are in-between the 

professional and executive patterns, with some firm’s management teams above 75% White men, 

and others below 20%. 

Asian male representation (top right in Figure 3) shows a different pattern. Asian male employment 

is largest in professional jobs, but managerial employment is substantially lower on average than 

in professional roles. There are even firms with no Asian men in managerial (4 firms, 2.3%) and 

executive jobs (21 firms, 11.9%). On the other hand, Asian men comprise more than 50% of these 

jobs in some firms (executive jobs in 4 firms; managerial jobs in 5 firms; and professional jobs in 

7 firms). Compared to White men Asian men have similar representation in the core technical jobs, 

become increasingly scarce in managerial and executive jobs, but also display a great deal of 

employment variation across firms. 

Black men (bottom left in Figure 3) are very rare in all occupations in these Tech firms, particularly 

when compared to White and Asian men. The median proportion of Black men in total 

employment, as well as professional and managerial jobs is below 3%. They are even rarer in the 

executive ranks with most firms (125 firms, 70.6%) having no Black male executives. Across all 

occupations, there are seven firms with no Black men at all. However, like White and Asian male 

representation, there is firm variation in Black male representation. Although rare, there are 16 

firms where Black men comprise more than 3% of executives, managers (14 firms), and 

professionals (9 firms). There are even three firms where Black men are more than 10% of 

managers. 

The Latino representation (bottom right in Figure 3) pattern is similar to Black men. In all 

occupational ranks, median proportion of Latino is less than 5% and firms with no Latino 

employees in executive jobs are statistically quite common. There are, however, 13 firms where 

Latinos comprise more than 5% of executives. Latinos are more than 5% of managers in 36 firms 

and of professionals in 20 firms.  

 

Tech Firm Diversity Among Women 
Like men, women’s employment patterns also show considerable firm specific variation. Not 

surprisingly, White female representation (top left in Figure 4) is quite a bit different from White 

men’s representation (top left in Figure 3). The median firm’s proportion of White women is about 

15%. In addition, there are firms where none of the executives (16 firms, 9%) or managers (4 firms, 

2.3%) are White female at all. In 18 firms, White women are more than 25% of executives, 

managerial jobs in 36 firms, and professional jobs in 9 firms. White women are more common in 

managerial jobs than either professional or executive positions.  

Asian female representation (top right in Figure 4) follows a pattern similar to Asian men. The 

proportion of Asian women is the largest in the professional rank but decreases in the managerial 

rank and is quite low among executives. There are firms with no Asian women managers (7 firms, 

4.0%). Many (66, 37.3%) firms have no Asian women executives at all. Again, there are also firms 

that do better. In 21 firms Asian women are more than 20% of all professionals. In 22 firms, Asian 
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women are 15% or more of managers. In only three firms are Asian women 15% or more of 

executives. 

 

Figure 4. Box Plots of Female Representation for Whites, Asians, Blacks, and Latinas in 

Total, Executive, Manager, and Professional Employment.  

 

 

Like Black men, Black women are rarely employed in these large Silicon Valley Tech firms 

(bottom left in Figure 4). There are ten firms (5.7%) with no Black women at all. The median 

proportion of Black women is close to zero in all firms. Unlike the other groups, Black women 

are so rare in Tech that it is difficult to observe much variability in their employment across 

these firms. There are a very few exceptions to this rule. In eleven firms, Black women are more 

than 3% of professionals. In four firms Black women are above 3% of executives. 

A box plot shows a central box banded at the 25th and 75th percentile of firms, a line for the median is 
in the middle of the box, lines for the upper and lower bounds within a normal distribution, dots 

represent statistically outlier firms. 
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Average Latina representation is slightly higher than Black women (bottom right in Figure 4). 

Yet, Latina representation is still quite low. There are two firms (1.1%) with no Latina 

employees. At the same time, there are ten firms in which Latinas comprise more than 3% of 

executives, and twenty-eight and twenty-two firms in which Latinas rise above 3% of managers 

and professionals respectively. There are even five firms in which Latina comprise more than 5% 

of executives. More than token representation of Black and Latina women in larger Silicon 

Valley Tech firms is possible, but also quite rare. 

 

Does Leadership Diversity Matter? 
We were also interested in investigating if the composition of firm leadership matters for diversity. 

Many advocacy organizations have promoted increased executive and managerial diversity as a 

mechanism to increase diversity among employees more generally. Empirical studies have found 

mixed support for this relationship, although quite a few studies find a positive relationship 

between leadership diversity and more general diversity.11  

In order to do this analysis, we first standardized employment in each firm relative to the available 

labor pool across all of these 177 Tech firms. We create a representation ratio (RR) for each firm 

and occupation that allows us to compare firm diversity relative to the current workforce in these 

large Tech firms.12 

For example, to calculate the White Male Representation Ratio, each firm’s White male proportion 

is divided by the mean White male proportion across the 177 firms. RRiWhite Male indicates firm i’s 

White male proportion relative to the mean White male proportion in the 177 firms. A value of 

one (1) indicates that the firm’s proportion is identical to the mean of all firms. Values larger than 

1 mean that the firm’s White male proportion is larger than the average proportion of White men 

in these 177 firms. Values less than 1 mean that the firm’s White male proportion is smaller than 

the average firm. We create a RR for each demographic group in each occupation for each firm.  

For most comparisons, there are no statistically significant correlations between executive or 

managerial demographic composition and the representation of other groups in lower level jobs. 

We find little support that diversity among executives generally leads to more diversity in the 

entire firm, although we do find two interesting instances where it may be happening.  

Figure 5 reports the first of these. We find that in firms with relatively more White male executives, 

there are relatively fewer Asian females in both managerial and professional jobs. White male 

                                                           
11 See for example the discussion in Kevin Stainback, Donald Tomaskovic-Devey, and Sheryl 

Skaggs. "Organizational approaches to inequality: Inertia, relative power, and 

environments." Annual Review of Sociology 36 (2010). 
12 The representation ratio is defined as RRido=Percentido/mean percentdo, Where i=firms; 

d=demographic groups; and o=occupations. 
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executive leadership may tend to produce negative impacts on Asian Female hiring in lower rank 

jobs.  

 

Figure 5. Correlations between White Male Executive Representation and Asian Female 

Representations in Managers and Professionals, 177 large Silicon Valley Firms. (1=mean 

representation of each demographic group across 177 firms)  

 

Correlation Coefficient = -.31 (p=0.00)                 Correlation Coefficient = -.55 (p=0.00) 

 

There was a second statistically significant set of correlations, this time between White female 

managerial composition and professional employment diversity. We find that in firms with more 

White female managers, the relative proportion of Black female professionals is larger (left in 

Figure 6). We find a similar relationship between White female managerial representation and 

Latina professional employment (right in Figure 6). White female representation tends to co-occur 

with, and might even promote, higher employment of under-represented minority women. 
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Figure 6. Correlations between White Female Managerial Representation and Black and 

Latina Representations in Professional Jobs, 177 large Silicon Valley Firms. (1=mean 

representation of each demographic group across 177 firms)

 

Correlation Coefficient=.36 (p=0.000)                 Correlation Coefficient=.23 (p=0.0018) 

 

Toward Increased Diversity in Tech 
Despite the overwhelming critical narrative focusing on the industry’s lack of diversity, some 

Silicon Valley Tech firms appear to have successfully achieved demographically diverse 

workforces. Firms exist now with substantial racial and gender integration in their professional 

workforces. Fewer, but still some, have done the same in their managerial and executive ranks. 

Compared to smaller Tech firms in the Silicon Valley labor market, larger Tech firms employ a 

higher proportion of Black men, Black women, Latinas, and White women in executive jobs. For 

Black men and Black women this more favorable profile extends down the ranks to both manager 

and professional employment as well. 

While our demographic estimates do not provide a recipe as to how successful diversity happens, 

there are a few hints. More White women in managerial positions tends to be associated with more 

Latina and Black women in professional roles. Conversely, fewer White men in executive jobs 

might lead to more Asian women in managerial and professional roles. Our results suggest that the 

demographic composition of firm leadership can be influential, but also that it generally is not. 

More African Americans or Latinx in managerial or executive positions are not associated with 

further hiring or retention from those or other groups. Leadership diversity, at least if it is at very 

low levels, is not sufficient to diversify Tech employment. It may be the case that a critical mass 

of managers from underrepresented groups is necessary before any group develops an influential 

voice to promote further gains in diversity. More generally, minority or female management cannot 

carry this responsibility alone. 

One promising avenue for firms attempting to embrace diversity may be to look at the more 

successful firms and figure out what it is that they are doing right. Past research on diversity in 
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other industries points toward a set of steps that tend to work. These include especialy managerial 

investment in and accountability for both recruitment and retention of underrepresented groups. 13  

But accountability requires metrics. Since the diversity problem in Tech is about both recruitment 

and retention, metrics on both are needed to assess whether the problem is one of finding the right 

workers or keeping them once hired. Every firm needs to be keeping track, levels and trends must 

be transparent to all stakeholders, and management teams must be held accountable. 

Accountability for diversity must be mainstreamed into managerial jobs. 

The most effective firms engage people to work for diversity and be recognized as team players 

for doing so. Past research is clear diversity training to reduce bias, the remedy of choice in Silicon 

Valley and much of the US, generally does not change behavior. 14  Conversely, increased 

workplace diversity within jobs leads to increased equal status cross-race and -gender contact, 

which in turn tends to reduce behavioral and cognitive bias.15 If you want to warm the chilly 

climate in Tech workplaces, you have to hire and retain more women and minorities and employ 

them at all levels of the firm. It’s as simple as that. 

Once metrics are adopted, transparency in 

their levels is also important. In the absence 

of transparency about what is working and 

what is not, it becomes challenging for top 

executives, employees, regulators, advocacy 

groups and the media to effectively pressure 

firms to improve. The recent report by 

Reveal, which focuses on the large Silicon 

Valley Tech firms that have publicly released 

their diversity numbers, is an important step 

in that direction.  

Since we now know that some firms are 

doing much better than others it is also possible for firms to combine transparency with 

accountability by benchmarking their progress relative to their peers. 

  

                                                           
13 Kevin Stainback, and Donald Tomaskovic-Devey. Documenting desegregation: Racial and 

gender segregation in private sector employment since the Civil Rights Act (Russell Sage, 2012). 
14 See Frank Dobbin and Alexandra Kalev. "Why diversity programs fail." Harvard Business 

Review (2016) for a summary of this research. 
15 This research is summarized in Thomas Pettigrew and Linda Tropp. "A meta-analytic test of 

intergroup contact theory." Journal of personality and social psychology. 90, no. 5 (2006): 751. 
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Appendix 1. Methodology 
We identified our sample of large Tech firms from two lists of the largest Tech firms in the 

region.16 The first list, the 2017 SV 150, contains 150 publicly traded Tech firms in the San 

Francisco Bay/Silicon Valley area. The second list contains 66 firms and includes all privately 

held Tech firms in the same area valued at $1 billion or more. This second list was created by 

Reveal, after consulting Crunchbase 2106,  Crunchbase 2107 and CB Insights. 17  

Our analyses are based upon firm responses to the EEO-1 survey of private sector firms 

administered by the U.S. Equal Employment Opportunity Commission. Responses to this survey 

are compulsory for all firms with 100 or more employees and for those with 50 or more if they are 

federal contractors.18 We focus on the firm level consolidated reports to the EEOC, which describe 

the employment composition of the entire firm across all establishments for multi-establishment 

firms and establishment reports for firms with only a single workplace. After combining the two 

lists, we analyzed each firm’s 2016 diversity reports to the EEOC.19  

For the 177 Tech firms with EEO-1 reports, we then computed for each firm the percentage of 

various demographic groups employed overall and in particular occupations (executives, 

managers, and professionals).20 Executives direct and formulate policy. Managers, include first 

and middle managers, and generally oversee the work being performed. Professionals typically 

require specific college degrees, and include engineers, computer specialists, and coders, the core 

technical jobs in Tech.21 In these Tech firms, professionals are by far the largest occupational 

                                                           
16 In 2014, the EEOC released a special report, Diversity in High Tech, examining EEO-1 private 

sector diversity reports from 2014. Focusing on 75 of the largest Tech firms in the Silicon Valley 

region as identified by the San Jose Mercury News as the top high Tech firms in terms of 

revenue and profitability in the Silicon Valley area. Our approach is similar, although we are 

more inclusive in our definition of leading firms. 
17 Firms that were acquired by other firms during 2016 or 2017 were excluded. The complete 

firm list we sampled from is provided in the Appendix 2. 
18 Our comparisons of EEO-1 representativeness across all firms in 2015 to Bureau of Economic 

Analysis estimates suggest that this survey is of very high quality and approaches population 

saturation.  
19 Thirty-three of the firms listed in the Appendix 2 did not file with the EEOC in 2016. The 

missing firms may have been exempt from reporting because they were below the federally 

required reporting threshold of 100 employees or may have failed to report for other reasons. 

While completing this research we learned that one firm’s EEOC report was erroneous. We 

dropped that firm from our sample, leaving 177 large Silicon Valley area Tech firms as our 

analysis sample. 
20 The EEO-1 surveys report demographic composition by 10 occupational groups: Executives, 

Managers, Professionals, Technicians, Sales, Office and Clerical, Skilled Craft, Operatives, 

Laborers, Service. 
21 The EEOC survey asks for counts of all professionals and so includes, in addition, to the core 

Tech workers, other professionals such as accountants and lawyers that may be on staff. Most 

http://www.mercurynews.com/2017/05/01/sv150-2017-ranking-of-silicon-valleys-top-150-public-tech-companies/
https://www.revealnews.org/
https://techcrunch.com/unicorn-leaderboard/
https://techcrunch.com/unicorn-leaderboard/exited/
https://www.cbinsights.com/research-unicorn-companies
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category and many firms have few or no employees other than professionals, managers and 

executives. Although the EEO-1 survey includes a total of 10 occupational categories, we focus 

on leadership and professional jobs, paralleling broader discussions that focus on demographic 

diversity in these positions. The EEO-1 form collects demographic data separately by sex for 7 

race/ethnic categories. We focus on Asian, Black, Latinx, and White.22 

An important limitation of the EEO-1 reports is that they do not include employees sourced 

through sub-contractor firms. This is particularly important for workers on H-1B visas. If they are 

directly employed by a firm, they should be included in the EEO-1 counts. If they are hired via a 

subcontracting labor provider, they will not be included. The implications are that we have an 

unknown undercount of sub-contract employees in these larger Tech firms. This undercount is 

likely to be largest for Asian employees, since most H-1B visa holders are from south and east 

Asia. 

Since all of these firms are located in essentially the same local labor market, the variation in 

demographic diversity across firms can be interpreted as the result of different hiring and retention 

patterns, rather than geographic differences in labor supply. Of course, firms with reputations for 

being particularly difficult places for women or minorities to work may receive fewer job 

applications and have higher turnover from those groups. Conversely, firms that develop a 

reputation as welcoming women and minority employees may get more applications, acceptances 

of job offers, and have lower turnover. In general, variation in diversity in this labor market can 

be interpreted to primarily reflect firm differences in recruitment and retention. 

The EEOC has strict confidentiality rules. We do not reveal the names of any specific company in 

this report, but we do produce the firm level distributions of demographic diversity. We present 

these distributions independently of the firms they are associated with and without information on 

total employment to insure that individual firms cannot be identified. These data can be found 

here. Examination of these distributions tells us if the absence of diversity is a Tech constant, as is 

often depicted by industry critics, or varies across firms, which suggests that successful integration 

of women, African Americans, and Latinx in Tech is possible, and that some firms have already 

figured out how to accomplish it.  

  

                                                           

Tech firms outsource these jobs, and so this likely has a limited impact on our findings. See 

Appendix 3 for the EEOC definitions of these occupational categories. 
22 The Latinx category is given priority in the instructions given to firms. Thus all other 

categories are treated as Non-Latino. The other race/ethnic groups were too small to analyze in 

this sample. Appendix 3 also report the EEO-1 race/ethnic definitions. 

https://github.com/cirlabs/Silicon-Valley-Diversity-Data
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Appendix 2. Baseline list of 211 Tech firms in San Francisco/Silicon Valley Area 

(Alphabetically ordered). Of these firms 177 appear in the 2016 EEO-1 reports. 

● 23andMe 
● 8x8 
● A10 Networks 
● Abaxis 
● Accuray 

● Adobe Systems 
● Advanced Micro 

Devices 
● Aemetis 
● Aerohive Networks 

● Agilent 

Technologies 
● Airbnb 
● Align Technology 
● Anaplan 
● AppDirect 

● Apple 
● Applied Materials 
● Applied Micro 

Circuits 
● Apttus 
● Arista Networks 
● Automattic 
● Aviat Networks 
● Barracuda 

Networks 

● Bio-Rad 

Laboratories 
● Bloom Energy 
● Box 
● Brocade 

Communications 
● C3 IoT 
● Cadence Design 

Systems 
● Callidus Software 
● Carbon 
● Cavium 
● Chegg 

● Cisco Systems 

● CloudFlare 
● Coherent 
● Coherus 

Biosciences 
● Credit Karma 

● Crowdstrike 
● Cypress 

Semiconductor 
● Depomed 
● Docker 

● Docusign 
● Dolby Laboratories 
● Dropbox 
● DSP Group 
● eBay 
● Electronic Arts 

● Electronics for 

Imaging 
● Equinix 
● Eventbrite 
● Evernote 
● Exelixis 
● Extreme Networks 
● Facebook 
● Fair Isaac 
● FibroGen 

● Finisar 
● FireEye 
● Fitbit 
● Five9 
● ForeScout 

Technologies 
● Formfactor 
● Fortinet 
● Genomic Health 
● Gigamon 
● Gilead Sciences 
● Github 
● Glu Mobile 

● Google 

● GoPro 
● Guidewire 

Software 
● Gusto 
● Harmonic 

● Hewlett Packard 

Enterprise 
● Hortonworks 
● Houzz 
● HP 

● illumio 
● Impax Laboratories 
● Imperva 
● Infinera 
● Inphi 
● Instacart 

● Integrated Device 

Tech. 
● Intel 
● Intersil 
● Intuit 
● Intuitive Surgical 
● InvenSense 
● IXYS 
● Jawbone 
● Jive Software 

● Juniper Networks 
● Katerra 
● KLA-Tencor 
● Lam Research 
● LendingClub 

● Linear Technology 
● Linkedin 
● Lookout 
● Lumentum 

Holdings 
● Lyft 
● Machine Zone 
● MarkLogic 
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● Maxim Integrated 

Products 
● Medallia 

● MobileIron 
● Monolithic Power 

Systems 
● Nanometrics 
● Natera 

● Natus Medical 
● Nektar 

Therapeutics 
● NeoPhotonics 
● NetApp 
● Netflix 

● Netgear 
● Nevro 
● New Relic 
● Nextdoor 
● Nimble Storage 

● Nutanix 
● Nvidia 
● Oclaro 
● Omnicell 
● OpenDoor 

● Oracle 
● Palantir 

Technologies 
● Palo Alto Networks 
● Pandora Media 
● PayPal Holdings 

● Penumbra 
● Pinterest 
● Pivotal 
● Power Integrations 
● Proofpoint 

● Prosper 
● Proteus Digital 

Health 
● Pure Storage 

● Qualys 
● Quantum 
● QuinStreet 

● Quora 
● Quotient 

Technology 
● Rambus 
● Razer 

● Reddit 
● RingCentral 
● Robinhood 
● Rocket Fuel 
● Royole 
● Rubrik 

● Salesforce.com 
● Sanmina-SCI 
● ServiceNow 
● ServiceSource 
● ShoreTel 

● Shutterfly 
● Sigma Designs 
● Silver Spring 

Networks 
● Slack 

● SoFi 
● SolarCity 
● Splunk 
● Square 
● Stripe 
● SunPower 

● Sunrun 
● Super Micro 

Computer 
● SurveyMonkey 
● Symantec 

● Symphony 
● Synaptics 
● Synnex 
● Synopsys 

● Tango 
● Tanium 
● TeleNav 

● Tesla 
● Thumbtack 
● TiVo 
● Trimble Navigation 
● Twilio 

● Twitter 
● Uber 
● Ubiquiti Networks 
● Udacity 
● Ultra Clean 
● Ultratech 

● Unity Technolgoies 
● Varian Medical 

Systems 
● Veeva Systems 
● VeriFone Systems 

● Viavi Solutions 
● View 
● VMware 
● WageWorks 
● Wish 

● Workday 
● Xilinx 
● Xperi 
● Yahoo 
● Yelp 
● YuMe 

● Zeltiq Aesthetics 
● Zendesk 
● Zenefits 
● Zoom 
● Zoox 

● Zscaler 
● Zynga
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Appendix 3. EEOC Occupational and Race/Ethnic Category definitions 
EEOC OCCUPATIONAL DEFINITIONS 

EXECUTIVE/SENIOR LEVEL OFFICIALS AND MANAGERS – Individuals who plan, direct and formulate 

policies, set strategy and provide the overall direction of enterprise/organizations for the development and delivery 

of products or services, within the parameters approved by boards of directors or other governing bodies. 

Includes: In larger organizations, those individuals within two reporting levels of the CEO, whose responsibilities 

require frequent interaction with the CEO, i.e. CEO; COO; CFO line of business heads; VP’s; Chief HR, marketing, 

legal, or information officers, etc. 

FIRST/MID LEVEL OFFICIALS AND MANAGERS – Individuals who serve as managers overseeing the 

delivery of products, services or functions at group, regional or divisional levels of organizations. Also, individuals 

who report directly to middle managers 

Includes: group, regional or divisional controllers, treasurers, HR, marketing or operations; first-line managers; 

team managers; unit managers; purchasing and transportation managers, etc. 

PROFESSIONAL - Occupations requiring either college graduation or experience of such kind and amount as to 

provide a comparable background. 

Includes: coders, computer scientists, engineers, mathematicians, natural scientists, physical scientists. Also 

includes other professions not typically associated with Tech work. 

 

EEOC RACE/ETHNIC CATEGORY DEFINITIONS 

Hispanic or Latino - A person of Cuban, Mexican, Puerto Rican, South or Central American, or other 

Spanish culture or origin regardless of race. 

White (Not Hispanic or Latino) - A person having origins in any of the original peoples of Europe, the 

Middle East, or North Africa. 

Black or African American (Not Hispanic or Latino) - A person having origins in any of the Black racial 

groups of Africa. 

Asian (Not Hispanic or Latino) - A person having origins in any of the original peoples of the Far East, 

Southeast Asia, or the Indian Subcontinent, including, for example, Cambodia, China, India, Japan, Korea, 

Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam. 

Native Hawaiian or Pacific Islander (Not Hispanic or Latino) - A person having origins in any of the 

peoples of Hawaii, Guam, Samoa, or other Pacific Islands. 

Native American or Alaska Native (Not Hispanic or Latino) - A person having origins in any of the original 

peoples of North and South America (including Central America), and who maintain tribal affiliation or 

community attachment. 

Two or More Races (Not Hispanic or Latino) - All persons who identify with more than one of the above 

five races. 
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Appendix 4. Selection methods for the comparison group of smaller Tech firms  
To compare demographic compositions of the 177 large Tech firms in San Francisco-Bay area to 

other Tech firms in the same local labor market we created two different comparison groups from 

1,277 Tech industry establishments in the same labor market. 

First, we selected workplaces in the San Jose-San Francisco-Oakland, CA area, under one CSA 

(Combined Statistical Area) to create within labor market comparisons. This CSA includes 7 

CBSAs (Core-Based Statistical Area): 34900 Napa; 41860 San Francisco-Oakland-Hayward; 

41940 San Jose-Sunnyvale-Santa Clara; 42100 Santa Cruz-Watsonville; 42220 Santa Rosa; 44700 

Stockton-Lodi; 46700 Vallejo-Fairfield, as defined by US Bureau of the Census 

https://www.census.gov/geographies/reference-files/time-series/demo/metro-micro/delineation-

files.html  

Second, to create the comparison group of Tech industry establishments we use the fifty-five 6-

digit NAICS codes defined as tech-related industries from the U.S. Government Accountability 

Office’s 2017 report: “DIVERSITY IN THE TECHNOLOGY SECTOR: Federal Agencies Could 

Improve Oversight of Equal Employment Opportunity Requirements.” Appendix III. North 

American Industry Classification System (NAICS) Codes Identified as Technology-Related 

Industries. http://www.gao.gov/assets/690/688460.pdf 

Additionally, we include the following 4 industries that are not included in the GAO report but 

many of the 177 large Tech firms have: 423430 Computer and Computer Peripheral Equipment 

and Software Merchant Wholesalers; 454111 Electronic Shopping; 541519 Other Computer 

Related Services; 541990 All Other Professional, Scientific, and Technical Services.  

The comparison Tech firms are found under the follow NAICs codes: 334111 Electronic Computer 

Manufacturing; 334112 Computer Storage Device Manufacturing; 334118 Computer Terminal 

and Other Computer Peripheral Equipment Manufacturing; 334210 Telephone Apparatus 

Manufacturing; 334220 Radio and Television Broadcasting and Wireless Communications 

Equipment Manufacturing; 334290 Other Communications Equipment Manufacturing; 334310 

Audio and Video Equipment Manufacturing; 334412 Bare Printed Circuit Board Manufacturing; 

334413 Semiconductor and Related Device Manufacturing; 334416 Capacitor, Resistor, Coil, 

Transformer, and Other Inductor Manufacturing; 334417 Electronic Connector Manufacturing; 

334418 Printed Circuit Assembly (Electronic Assembly) Manufacturing; 334419 Other Electronic 

Component Manufacturing; 334510 Electromedical and Electrotherapeutic Apparatus 

Manufacturing; 334511 Search, Detection, Navigation, Guidance, Aeronautical, and Nautical 

System and Instrument Manufacturing; 334512 Automatic Environmental Control Manufacturing 

for Residential, Commercial, and Appliance Use; 334513 Instruments and Related Products 

Manufacturing for Measuring, Displaying, and Controlling Industrial Process Variables; 334514 

Totalizing Fluid Meter and Counting Device Manufacturing; 334515 Instrument Manufacturing 

for Measuring and Testing Electricity and Electrical Signals; 334516 Analytical Laboratory 

Instrument Manufacturing; 334517 Irradiation Apparatus Manufacturing; 334519 Other 

Measuring and Controlling Device Manufacturing; 334613 Blank Magnetic and Optical Recording 

Media Manufacturing; 334614 Software and Other Prerecorded Compact Disc, Tape, and Record 

Reproducing; 336411 Aircraft Manufacturing; 336412 Aircraft Engine and Engine Parts 

Manufacturing; 336413 Other Aircraft Parts and Auxiliary Equipment Manufacturing; 336414 

https://www.census.gov/geographies/reference-files/time-series/demo/metro-micro/delineation-files.html
https://www.census.gov/geographies/reference-files/time-series/demo/metro-micro/delineation-files.html
http://www.gao.gov/assets/690/688460.pdf
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Guided Missile and Space Vehicle Manufacturing; 336415 Guided Missile and Space Vehicle 

Propulsion Unit and Propulsion Unit Parts Manufacturing; 336419 Other Guided Missile and 

Space Vehicle Parts and Auxiliary Equipment Manufacturing; 511210 Software Publishers; 

517110 Wired Telecommunications Carriers; 517210 Wireless Telecommunications Carriers 

(except Satellite); 517410 Satellite Telecommunications; 517911 Telecommunications Resellers; 

517919 All Other Telecommunications; 518210 Data Processing, Hosting, and Related Services; 

519110 News Syndicates; 519130 Internet Publishing and Broadcasting and Web Search Portals; 

519190 All Other Information Services; 541310 Architectural Services; 541320 Landscape 

Architectural Services; 541330 Engineering Services; 541340 Drafting Services; 541350 Building 

Inspection Services; 541360 Geophysical Surveying and Mapping Services; 541370 Surveying 

and Mapping (except Geophysical) Services; 541380 Testing Laboratories; 541511 Custom 

Computer Programming Services; 541512 Computer Systems Design Services; 541513 Computer 

Facilities Management Services; 541519 Other Computer Related Services; 541711 Research and 

Development in Biotechnology; 541712 Research and Development in the Physical, Engineering, 

and Life Sciences (except Biotechnology); 541720 Research and Development in the Social 

Sciences and Humanities. 

We exclude the 177 large Tech firms from the comparison group. 
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