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IN THIS THOUGHT PIECE

In this thought piece, we discuss developments
surrounding gender diversity and pay equity in US and
European corporations and the subsequent trends
that can be observed in investor reports as a result of
these developments.

This thought piece was written by Lucy Fergusson,
University of Nottingham, and Deborah Koenen,
Argyle Advisory Director.

Benchmark with Argyle
Disclosure Database F—— T T

Dive deeper into hot topics like
diversity and run benchmarks
with the Argyle Disclosure
Database. Search text and parse
graphics by theme within the
industry’s only user-accessible
graphic disclosure database.
Review online or compile

and download your selected
disclosures as a PDF report.

Argyle provides other disclosure
resources to assist with a
company'’s annual reporting.
You can confer with an Argyle
representative for consulting
advice or access Argyle's ESG
Reference Guide, a robust
resource of information to
assist companies in making
informed decisions about their
ESG reporting.
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Introduction

Diversity, equity, and inclusion (DEI) within the workplace are hardly new issues for corporations. With
respect to gender, efforts to promote diversity across the globe have been varied and sometimes
controversial, ranging from the introduction of government-regulated quotas in countries such as Norway
and Belgium, to softer methods like increasing investment in female and gender nonconforming employees
and promoting female and gender nonconforming candidates within the recruitment or promotion

process. In 2023, discussions surrounding gender equality in the corporate world remain as pertinent

as ever. In 2022, women held 8.8% of Fortune 500 CEO positions and, on average, attained 40% of new
director appointments.' Despite these considerable efforts, progress has been slow, and women remain
underrepresented in the C-Suite and boardroom.

What has changed more rapidly, however, is the attitude of investors towards the issue of gender diversity.
Increasingly, we are observing a wave of socially engaged investors for whom gender diversity is a key
topic. Investors are engaging more intentionally on gender diversity and equality by incorporating higher
expectations into their voting guidelines.

Recent shareholder proposals have advanced gender diversity by seeking reports related to workplace
diversity, US Employment Information Report (EEO-1) demographic data, and disclosures related to pay
equity gaps and audits. Other proponents are looking beyond demographic data and want a picture of a
company’s DEI practices (e.g., sexual harassment policies, pay equity, and mandatory arbitration). These
developments make it increasingly crucial for corporations to reflect internally on this topic. With this aim,
this thought piece will summarize some of the most relevant developments within this field and explore
how this issue has affected investor reporting.

1 Hinchliffe, Emma. (May 23, 2022). “The number of women running Fortune 500 companies reaches a record high.”
Fortune.
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https://fortune.com/2022/05/23/female-ceos-fortune-500-2022-women-record-high-karen-lynch-sarah-nash/

Regulatory
Developments

The European Approach

Europe has been at the forefront of major changes in relation to corporate gender diversity. As early as 2004,
Norway became the first country to adopt gender diversity quotas at the board-level and has subsequently
been followed by many other countries. These laws require between one-third and 40% of directors to be
women, and while major changes have been made, some countries are lagging these mandates.

The European Union recently adopted a new law on the gender balance of corporate boards. Member states
are required to adopt national rules mandating that 40% of non-executive directors, or 33% of all board
members, be women, and listed companies will have until the end of June 2026 to meet these targets. It is
clear gender diversity has been and continues to be an important topic in Europe.

The American Approach

Gender diversity has also been a hot topic in the United States (US), albeit a controversial one. In 2018,
California became the first state to introduce mandates for board gender diversity, requiring publicly listed
corporations headquartered in the state to have a prescribed number of female directors. In May 2022, the
Superior Court of California in Los Angeles held that the law was unconstitutional and enjoined its enforcement
pending decision on appeal. Washington state passed a board gender diversity bill in 2020 that requires public
boards to be at least 25% women. If the Washington requirement is not met, companies must explain their
approach to developing and maintaining board diversity. Other states (such as Illinois, New York, and Maryland)
have enacted laws that encourage board diversity through disclosure, but do not require mandated quotas.

In August 2021, the US Securities and Exchange Commission approved new listing rules requiring each

NASDAQ-listed company to have at least two diverse directors or explain why it does not. The rules also
require disclosure of directors’ voluntary self-identified gender, racial characteristics, and LGBTQ+ status.
Before this, though, major US corporations had been developing their own policies to promote gender diversity,
with Facebook, Pinterest, Intel, Xerox, and Amazon, among others, implementing a version of the ‘Rooney

Rule’ (a National Football League policy that teams interview at least one diverse candidate for head coach or
manager positions). While the methods of achieving gender diversity remain varied, the appetite for increased
female and gender nonconforming representation is clear.
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https://ec.europa.eu/commission/presscorner/detail/en/statement_22_7074
https://www.sos.ca.gov/business-programs/diversity-boards
https://app.leg.wa.gov/rcw/default.aspx?cite=23B.08.120
https://www.argyleteam.com/wp-content/uploads/2021/11/nasdaqboarddiversity.pdf

Pay Equity

Gender pay equity has also been a hot topic and for good reason as gender gaps still exist. According to a 2021
report by the World Economic Forum, “financial disparities continue to represent a major area of concern for
working women and their dependents”: the wage gap is still approximately 37% and the income gap remains
close to 51%.2

Recent regulatory developments are working to try to close that gap. The government of the United Kingdom
(UK) has required employers with 250+ employees to report their gender pay gap since 2017. In 2021, Ireland
implemented legislation that requires certain employers to begin reporting on differences in the mean and
median pay between male and female employees. If a pay disparity exists, the company needs to provide a
written explanation for why and outline any steps planned to close the gap. A forthcoming European Union

Directive related to pay transparency will require employers with at least 50 employees to report publicly
some statistical data on the company’s gender pay gap. If the reporting shows a gender pay gap of at least 2.5%
and the employer cannot justify such difference in average pay level by objective gender-neutral factors, then
the employer will be required to conduct a formal pay assessment.

In the United States, California, Colorado, and a dozen other states have either passed or are considering a
variety of pay transparency bills. For example, as of March 2021, certain private employers in California must
submit annual pay data reports to the Department of Fair Employment and Housing.?

2 World Economic Forum. (March 31, 2021). “Global Gender Gap Report 2021.”
3 State of California Civil Rights Department. (2022). “California Pay Data Reporting website.”
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https://www.gov.uk/government/publications/gender-pay-gap-reporting-guidance-for-employers/who-needs-to-report
https://www.revenue.ie/en/corporate/statutory-obligations/gender-pay-gap/index.aspx
https://ec.europa.eu/commission/presscorner/detail/en/ip_22_7739
https://ec.europa.eu/commission/presscorner/detail/en/ip_22_7739
https://www.weforum.org/reports/global-gender-gap-report-2021
https://calcivilrights.ca.gov/paydatareporting/

Investor Response

Many institutional investors and proxy advisory firms have formal voting policies on gender diversity for
directors and the broader workforce. Failure to meet investor or proxy advisor expectations can result in votes
against members of those companies’ nominating/governance committees. Fewer voting policies address pay
equity. The following table outlines some of these guidelines.

Date Adopted Stance on Diversity

BlackRock January 2023 Board Diversity
+ In the US: Believes that boards should aspire to be at least 30%
diversity of membership. An informative indicator of diversity for such
companies is having at least two women and a director who identifies
as a member of an underrepresented group.

+ In Europe, Middle East, and Africa: Looks for all boards to be taking
steps towards at least 30% of their members being comprised of the
underrepresented gender.

Workforce Diversity: In the US, companies should disclose the steps

they are taking to advance diversity, equity, and inclusion; job categories

and workforce demographics; and their responses to the US Equal

Employment Opportunity Commission’s EEO-1 Survey.

Fidelity February 2023 Board Diversity: Evaluates board composition and generally will
oppose the election of certain or all directors if there are no women
on the board of if a board of ten or more members has fewer than two
women directors.

Glass Lewis January 2023 Board Diversity: Beginning with shareholder meetings held after
January 1, 2023, will transition from a fixed numerical approach to a
percentage-based approach and will generally recommend voting
against the nominating committee chair of a board that is not at least
30 percent gender diverse at companies within the Russell 3000 index.
For companies outside the Russell 3000 index, the existing policy
requiring a minimum of one gender diverse director remains in place.
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https://www.blackrock.com/corporate/literature/fact-sheet/blk-responsible-investment-guidelines-us.pdf
https://www.fidelity.com/bin-public/060_www_fidelity_com/documents/Full-Proxy-Voting-Guidelines-for-Fidelity-Funds-Advised-by-FMRCo-or-FDS.pdf
https://www.glasslewis.com/voting-policies-current/

Date Adopted

Stance on Diversity

Goldman Sachs

March 2022

Board Diversity

+ In US: Vote against or withhold from members of the nominating
committee at companies incorporated in the US if the board does
not have at least 10% women directors and at least one other
diverse board director. Vote against or withhold from the full board
at companies incorporated in the US that do not have at least one
woman director.

+ Outside of US: Vote against or withhold from members of the
nominating committee at companies not incorporated in the US if the
board does not have at least 10% women directors or does not meet
the requirements of local listing rules or corporate governance codes
or national targets.

Workplace Diversity A company should have a clear, public Equal

Employment Opportunity (EEO) statement and/or diversity policy.

Generally, vote for proposals seeking to amend a company’s EEO

statement or diversity policies to additionally prohibit discrimination on

sexual orientation and/or gender identity.

ISS US

February 2023

Board Diversity: Generally, vote against or withhold from the chair of
the nominating committee at companies where there are no women on
the company's board.

Pay Gap: Generally vote case-by-case on proposals requesting reports
on a company's pay data by gender/race/ethnicity or a report on
policies and goals to reduce any pay gaps, taking into account i) the
company’s current policies and disclosures related to both its diversity
and inclusion policies and practices and its compensation philosophy
and practices, ii) whether the company has been the subject of recent
controversy, litigation or regulatory actions related to pay gap issues,
iii) the company’s disclosure regarding pay gap policies or initiatives
compared to its peers, and iv) local laws regarding categorization of
race or ethnicity.

State Street
Global Advisors

March 2022

Board Diversity: Expects boards of all listed companies to have at least
one female board member. In 2023, State Street will expect companies
in the Russell 3000, TSX, FTSE 350, STOXX 600 and ASX 300 indices to
have boards composed of at least 30 percent women directors.
Workforce Diversity: May vote against the chair of the compensation
committee at companies in the S&P 500 that do not disclose their EEO-
1 reports.
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https://www.gsam.com/content/dam/gsam/pdfs/us/en/miscellaneous/voting_proxy_policy.pdf?sa=n&rd=n
https://www.issgovernance.com/file/policy/active/americas/US-Voting-Guidelines.pdf?v=1
https://www.ssga.com/library-content/pdfs/ic/proxy-voting-and-engagement-guidelines-us-canada.pdf
https://www.ssga.com/library-content/pdfs/ic/proxy-voting-and-engagement-guidelines-us-canada.pdf

Date Adopted Stance on Diversity

Vanguard February/March  Board Diversity

2023 + In the US: Absent a compelling reason, a fund will generally vote
against the nominating and/or governance committee chair if a
company'’s board is making insufficient progress in its diversity
composition and/or in addressing its board diversity-related
disclosures. Board diversity disclosures should at least include the
genders, races, ethnicities, tenures, skills, and experience that are
represented on the board.

+ In Europe and UK: Asks European and UK companies to meet local

market standards intended to support gender and ethnic diversity,
and at a minimum to demonstrate progress towards at least 30%
gender diversity at board level (to be read in conjunction with
country-specific guidelines) and where necessary, disclose plans to
align with any upcoming local requirements.

Workplace Diversity In the US, a fund may support shareholder
proposals that request disclosure on workforce demographics inclusive
of gender, racial and ethnic categories. This could include publishing
EEO-1 reports.
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Argyle Reflections on
Best Practice

Some key trends have emerged in how corporations are choosing to report on gender diversity. The best ESG

re

ports have recurring features in common, such as:

Dedicating a separate section of their ESG report to DEI (or even publishing a separate human capital
management/DEl report).

Setting measurable DEI goals and reporting on year-on-year progress.

Providing transparent links to their latest EEO-1 reports or other sources of diversity information at the
board, leadership, management, and associate levels.

Discussing all aspects of DEI, including board oversight, pay equity, and practices to foster a diverse and
inclusive culture and workforce.

+ Disclosing any executive incentives tied to DEl-related goals and metrics.

Strong DEI disclosures go beyond just demographic data and trends. Most also include a strong emphasis on
an inclusive culture and values from the top of the organization, as well as a description of a DElI emphasis in
recruitment and retention, training and professional development, and events and awareness raising.
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Examples of Gender
Diversity and Pay
Equity Disclosures

Considering the importance of disclosing on gender, companies should look to integrate the topic into
multiple aspects of their ESG report, particularly within goal setting, narrative pages, and appendices/data
disclosures. Below are examples of such disclosures from a variety of industries.

Board Diversity

Disclosing statistics on director characteristics in proxy statements is not new to companies. Many are now
including those characteristics, including gender and racial/ethnic diversity, in both their proxy statements and
ESG reports. The same infographic used in the proxy statement can be repurposed for the ESG report.

Comerica — 2021 Corporate Responsibility Report

Board Diversity

Cornerica strives to have a diverse Board that represents the interests of four of Comerica’s Two of Comerica’s female Directors hold key Board leadership positions, including

core constituencies: shareholders, employees, customers and communities. The ndependent Facilitating Director and Governance, Compensation and Nominating
Governance, Compensation and Nominating Committee considers diversity broadly in Committee chair. In addition, one of Comerica’s racial/ethnic minority Directors is the chair
assessing potential director nominees. For example, the Committee seeks nominees with a of the Enterprise Risk Committee.

broad range of experience, professions, skills represe \, and/or

backgrounds. Nominees are not discriminated against on the basis of race, religion, national )
origin, sexual orientation, disability or any other basis as proscribed by law. Diverse Board

The Board’s composition at year-end 2021 included:;

INDEPENDENT RACIALETHNIC AGE
DIRECTORS MINORITY DIRECTORS
27% 0%
<30 yrs old
91% e
FEMALE DIRECTORS ELANE G
27% 91%
>50 yrs old

Jacqueline P. Kane Michael E. Collins Barbara R. Smith

Qur Corporate Governance Guidelines outline the Board’s evaluation process, which Title: Governance, Title: Enterprise Risk Title: Facilitating Director
includes an annual self-evaluation of the full Board and its committees that focuses on areas Compensation and Committee Chair
for improvement. Nominating Committee

Chair
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https://www.comerica.com/content/dam/comerica/en/documents/resources/about/sustainability/comerica-2021-cr-report-final.pdf

United Therapeutics — 2022 Corporate Responsibility and Public Benefit Report

R 2

Board Diversity ¢ Board Skills
We believe it is irnportant that our Board is cornposed of individuals reflecting the diversity represented by our ernployees, our \ In addition to the qualifications described
patients, and our cornrnunities. In recent years, our Norninating and Governance Cornmittee has taken this priority to heart above, we seek to maintain a diverse set of
in its norinations process, and the diversity of our Board has grown significantly. With the addition of Linda Maxwell, M.D. in skills on our Board.
2020, we have continued to expand the diversity of our Board, which is arnong the rnost diverse of our peers.
@ Public Company Board Experience
BOARD DIVERSITY MATRIX (AS OF APRIL 29, 2022) 8 {non-UT)
——— 12
Board Size: R
Executive Management
Total Nurnber of Directors 12 8{ Experience
e
Gender
Gender: Male Female Non-Binary Undisclosed ® Financial Expertise
Nirber ST dree S st 7 5 o 0 S B
gender identity
Number of directors who identify i % Legel
umber of directors who identify in
any of the categories below: = - 412
African American or Black 1 1 0 0 Government/Regulatory
Alaskan Native or Arnerican Indian 0 0 0 0 @ Experience
Asian 0 0 0 0 . 5/12
Hispanic or Latinx 0 1 0 0 International
Native Hawaiian or Pacific Islander 0 0 0 0 @ ] 712
Waite 5 5 0 0 Science/Medicine
Two or More Races or Ethnicities 0 2 0 0 % _ 612
LGBTO+ 1
Healthcare Industry
Undisclosed 0 @ Experience
——— "
In response to shareholder feedback, we expanded our director diversity and Environmental, Social,
- - - - . and Governance
skills disclosure to include a detailed matrix. See page 20 of our most recent @

proxy statement.

I 1112
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https://corporateresponsibility.unither.com/downloads/UnitedTherapeutics_CorporateResponsibility_2022.pdf

Workforce Diversity

More companies are including their employee demographics in their ESG reports, with a breakdown by
employee classification and an analysis of year-over-year changes. EEO-1 reports are generally posted
separately on company websites with links included in their ESG reports. As EEO-1 reports only include
US-based employees, companies with international footprints make sure to state that context and add
information on the diversity of their non-US employees. Company efforts to recruit, advance, support and

retain diverse associates, supported by robust DEI goals, are an increasingly important part of these disclosures.

Intel — 2021-22 Corporate Responsibility Report

Inclusive Workforce

We believe that when every employee has a voice and a
sense of belonging, Intel can be more innovative, agile,
and competitive. An inclusive culture that welcomes

all perspectivesis critical for attracting, retaining, and
progressing top talent, and top talent has a direct impact
oninnovation and on our products. Intel is committed
to providing a work environment where employees
fromall backgrounds are valued, respected, challenged,
acknowledged, and rewarded so they can achieve their
full potential.

Through our 2080 goals, we are committed to further
advancing the representation of women and underrepre-
sented minorities inleadership and technical positions at
Intel, advancing accessibility, and embedding inclusive
leadership practices in our culture and across our
business. Learn more about our strategy on our Diversity

Women at Intel - Global Data'

Positions 2019 2020 2021
Board of Directors 20.0% 300%  30.0%
Executives 200% 207%  207%
Senior Leadership 18.6% 18.8% 187%
Senior 20.3% 213% 217%
Experienced 29.4% 30.4% 312%
Entry-Level 378% 379%  365%
AllGlobal Employees  27.5% 278% 27.7%
Technical 248% 252%  24.3%
Non-Technical 58.3% 57.7% 54.4%

US Workforce Representation Data'

Group 2019 2020 2021
and Inclusion website.
Women 264%  263%  258%
Transparency and open sharing of our data enables usto  URMs? 15.8% 163%  161%
both celebrate progress and identify key areas foraction rue in Senior
and improvement. In 2021 we continued our focus on Leadership 7.3% 7.6% 7:8%
career development and progression of diverse talent.
i ¥ URM Women 3.8% 3.8% 3.8%
We saw absolute numbers increase in all categories.
Some of the numbers from 2020 to 2021 did not White 459%  458%  441%
increase much as percentages or—in some cases— Asian 279%  376%  363%
decreased, because of the unprecedented growth in T o1 o5 oa9%
our company. For example, the percentage of Intel .
employees who identify as veterans dropped slightly, African American 49% 5.0% 49% )
from 7.3% in 2020 to 7.2% in 2021, yet the number of Native American 0.8% 0.8% O Undesired Tumover
employees whoidentifyas veterans increased by roughly  pacific Islander Bi5e A% Py Group Represented 2021
150. In addition, our global representation of technical Global Overall 5.6%
women declined from 25.2%in 2020 t0 24.3% n 2021, Yeterans L0X) 5% 25 ET— P
but more technical women—some 26,000—workat Two or more® N/A N/A 22% :
Intel than at any time in our recent history. Othert NA N/A 18% US Women 6.0%
US URM? 49%
2021 data as of Dec. 25, 2021; 2020 data as of Dec, 020; and 2019 dataas of Dec. 28, 2019. “Executives” ref lary grades 12+ and US Hispanic/Latinx 4.6%
ecuivalent grades. “Senior Leadership” refers to salary grades 10+ and ecuivalent grades. “Senior refers to salary gradies 8-9 and equivalent ;
grades. “Experienced” includes salary grades 6 to 7 and equivalent grades. “Entry Level” vefers tosalary grades 2 to5and equivalent grades. US African American 5.8%
“Technical” is based on Intel's internal job flects technical “technical” employi SN 2.8%
2021to better aligr St While thi 4 this is not
all gender identities. See our LGBT+ employees later in this section. 30% of our Board T 1 Bl eSS G e WS VSNRRRIF et

members self-identified as female.

*We define URM to nclude our Hispanic, African American, and Native American employees.

Intel, but do not include contract employees, interns, or employees
who separated from Intel due to divestiture, retirement, voluntary

**Two or more” ethnici have check

“*Othar” = unknown, daclinad, not spacifiad

Raising the Bar

Intef's ambitious goals are designed to continue toraise
the bar for ourselves and the industry to deliver greater
value through corporate responsibility excellence. We
willachieve those goals by strengthening our systems,
processes, and programs to drive diversity, equity,
inclusion, and accessibility throughout our workforce.
To the right are descriptions of two of ourworkforce
inclusion goals and progress we made in 2021, Read
about our other 2030 inclusion goals in “Accessibility
andl)lsahllnl clusi and “Supplier Diversity

andl

twoor tof their self identifiable data ch separation packages, death, job elimination, or redeployment.

2030 Goal: Representation in Senior Leadership

Description. Double the number of women and underrepresented minorities (URMs) in senior leadership roles.
Baseline. 1,250 women and 380 URMs in senior leadership roles as of April 30, 20202 Target for 2030 is to reach
2,500 women and 760 URMs in senior leadership.

Progress in 2021. During 2021 we surpassed by 74 our milestone goal of reaching 1,375 women in leadership roles,
ending the year with 1,449 women in senior { the globe. The ab o 2021
setus up to continue making progress in women in senior Although the absolute number of women

of women leaders

leaders increased, given the overall growth of th
0.1 percentage points. Our LS URM senior leaders also increased, from 384 to 444. For 2021, we established a mile-

goalto by 10% of insenior, director, and executive
roles inour US I v ded this milestone by 11%.

Looking Ahead. We are on track to achieve our 2080 goal. We acknowledge the opportunity toleverage the

company’s growth and IDM 2.0 strategy to further progress d URMs in our workfor

2030 Goal: Women in Technical Positions

Exceed 40% of womenin
Baseline. 24.9% of technical roles held by women globally as of April 30,2020
Progress in 2021. At the end of 2021, 24.3% of technical roles were held by women, a decrease from 25.2% at
the end of 2020, despite th P g grown its technical by 8.8%.
Looking Ahead. Tomeet our goal of fwomen in t0 40%, we will be

implementing targeted programs toincresse the number o wornen ired for technician, enginesring hardwre and
(Es thr SGaH |

rkfor initiatives. To drive additional corporate level

focus we have made this an Annual Performance Bonus goal for all employees in 2022. In addition, we set a goal that
our hiring for technical entry-level roles is at least 30% women.

the April 30 baseline to align with the f our

Trends in Gender Diversity and Pay Equity Disclosures
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https://csrreportbuilder.intel.com/pdfbuilder/pdfs/CSR-2021-22-Full-Report.pdf

United Therapeutics — 2022 Corporate Responsibility and Public Benefit Report

: Diversity Snapshot (2021)

GENDER DIVERSITY

AlLEmployees

50% Women

Management Team

45% Women

Senior Leadership Team

36% Women

Board of Directors

42% Women

New Hires

54% Women

RACIAL AND
ETHNIC DIVERSITY

AlLEmployees

36% identify as members of a
racial or ethnic minority

Management Team

31% identify as members of a
racial or ethnic minority

Senior Leadership Team

26% identify as members of a
racial or ethnic minority

Board of Directors

25% identify as members of a
racial or ethnic minority

New Hires

39% identify as members of a
racial or ethnic minority

PROMOTION DATA

176

employees received
promotions in 2021
(approximately 18% of
our workforce)

34%
of prormoted employees

identify as racial/ethnic
minority

52%

of prormoted employees
are wornen

We use the term “racial or ethnic
minority” to refer to Unitherians
who self-identified as Black or
African Arnerican, Hispanic or
Latino, Asian, American Indian or
Alaska Native, Native Hawaiian
or Other Pacific Islander, or Two
or More Races, which are the
categories used for federal EEO-1
reporting purposes.

Texas Instruments — 2021 Corporate Citizenship Report

Workforce representation

While there is always more work to do, the progress we've made regarding diversity and inclusion is encouraging.
For decades, Tl has remained committed to diversity and inclusion. As part of that ongoing commitment, we
regularly assess our workforce relative to availability across gender, race and ethnic demographics to understand

where we have gaps and where we need to place more emphasis to continue our progress toward having diverse

representation at all levels.

Manager roles —en

Women and underrepresented minorities are not reflected in engineering majors and careers at the same
levels as men and non-minorities. For this reason, we are focused on growing the engineering pipeline through
partnerships with high schools, universities and nonprofit organizations.

Total population e I Viomen Technical roles e omen
" -
=
=

o 2 o o o 100 o ) © © © 100

Total population N Men [N Women Technical roles N Men NN Women
@
4 : _ _ B
5 o F T S R R o R R
)
s Total population 2018 W 2021 Technical roles 2018 W 2021
ic — S 53.6%
= 4y e 54.3%

Asion — 226 Asion I— 2 5
—20.5% —— 29.5%
Hispanic/ I 0% Hispanic/ I a.0x
Latino/x I 10.9% Latino/x N 8.9%
Black HEEs.e %
— 2o
Otmer” Wren Oher fron
M7 B2 UM Fisn

o » o ) ® 00

Manager roles e I Vomen

Manager roles =010 - 2021

o B G
T 622
Asion I 240%

— 2.6
Hispanic/ s
Latino/x NN 6.5%
Black [ 50
—--
Other oo,
URM. frox

©Texas Instruments 2022

Our workforce data includes gender representation
(for d USS. ions) and
representation (for U.S. population) for these groups

of employees: worldwide, technical, manager and vice
president and above. This composite view best reflects
the progress of our diversity efforts in hiring, career
progression and retention across our workforce.

VP and above - 201e - 2021

e 3 8%
5
st I 13.1%
— 57
Hispanic/ N 4%
Latino/x I 39%
Block N 714
— 0

2021 Corporate Citizenship Report

32
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The Boeing Company — 2022 Sustainability Report

@_ﬂaflﬂa

Contents

Global Equity, Diversity and Inclusion

Progress on Our Equity, Diversity
and Inclusion Commitments

Over the past year, we have seen the value
inclusion brings to our global team as we
continue to advance our equity, diversity and
inclusion commitments. Although there is
more work to be done, we are encouraged
by our progress, especizlly in light of

the COVID-19 pandemic and dynamic
business environment.

In 2021, women and racial/ethnic minority
representation at Boeing increased overall

as compared with the prior year. And, in the
second half of 2021, exit rates for women,
men and teammates of all races were within
0.1 point of one another, meaning the rate

of people exiting was relatively equal among
race and gender. For the first time, we shared
data related to women of color, disability,
gender identity and sexual crientation.

In 2021, we established & set of near-term
aspirations that we are striving to achieve

by 2025 and introduced the Seek, Speak &
Listen habits to build stronger teams and
drive better business outcomes. While we are
moving in the right direction, we want — and
need — to accelerate change. In the spirit
of Seek, Speak & Listen, we will continue
seeking out and listening to ensure that we
foster a culture of belonging and inclusion

With nearly 142,000 team members across
the U.S. and in over 65 countries, we remain
committed to recruiting, supporting and
developing diverse talent.

Introduction Approach & Governance People Products & Services Operations Communities Reporting
Gender! Race and Ethnicity? 1\ ‘L pt change from previous year
U.S. Overall International Overall U.S. Overall

™.3pt
® 23.2% Women
@ 76.3% Men
® 0.5% Undisclosed

™.3pt
® 24.6% Women
@ 71.9% Men
@ 3.4% Undisclosed

® 67.1% White
® 14.6% Asian
@ 7.4% Hispanic/Latino/a/x
® 6.6% Black
2.3% 2 or More Races
0.8% Native American
® 0.7% Pacific Islander

U.S. Veterans® U.S. Disa

Self-ID Self-ID as having
participation rate adisability

28% 6.4%

Veterans

14.6% L-.2pt

U.S. LGBTQIA+®

Gender identity self-ID.
participation rate

71%

Sexual orientation self-
ID participation rate

6.1%

Above data based on voluntary, confidential self-identification by employees.

1

©

Al data on genderis coliected globally. Numbers for gender may not total 100% due to team members who identity
as non-binary or who choose rot to disclose. Data i
team members outside the U.S.

nented to show U.S, and Intermational, which indicates

Race identification formatting vias changed in 2021 o more correctly reflect the identiies of employees. Race and
ethnicity data reflects the U.S. workforce only. Numbers may not total 100% due to inclusion of people who chocse
ot to disclose or due to rounding. Racial and ethric minorty representation includes Asian, Black, Hispanic/
Latino/a/x, Native American, Pacific Islander and Two or More Races as defined by the U.S. Equal Employment
Gpportunity Commission.

A veteran is defined as a person who served in the active miltary, naval, or air service and who was discharged

or released ther

from under conditions other than dishonorable.

A diabilty is defined as a physical or mental impaiment or medical condition that substantially imits a major ife
actiity, or a history or record of such an impairment or medical condition

LGBTQIA+ is atem that incudes people of all genders and sexualtes, such as lesbian, gay, bisexual, transgender,
questioning, queer, intersex, asexual, pansexual and all others

A Learn more about our team and the actions
we're taking to recruit, support and develop
diverse talent while creating an inclusive
culture where everyone is seen, heard,
valued and respected in the 2022 Global
Equity, Diversity & Inclusion Report.
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Intuit - 2022 Corporate Responsibility Report

Employees

08 | Intuit 2022 Corpor

Report | Diversity, Equity,

At Intuit, our commitment to support DE! is taken into account

at every step in the employee journey, starting before we even
speak with potential candidates and continuing from employee
onboarding throughout their tenure with us. The goal is to ensure
employees can bring their whole selves to work, where everyone
benefits from diverse perspectives and talents. This emp
employees to do the best work of their lives, while making an
impact, learning and developing, and feeling connected.

We also support our female technologists through the Grace
Hopper Celebration-the world’s largest conference for women
in computing. This celebrated gathering is how we build our
brand as an employer of choice for women in technology, as
well as recruit talent for our technical teams. In 2021, 126 Intuit
technologists attended the event as part of their professional
development.

Another example is our Intuit Again program which helps

A diverse and inclusive environment starts with

We achieve this by increasing our talent pipeline, which leads to
representation across all levels of the organization. We also focus
on equitable talent practices and policies, whlch address pay
equity, performance g t, and p

their Intuit journey, we also support our employees by prowdmg
equity training to continuously foster a more inclusive and
engaged culture.

Recruiting diverse talent

We focus on diversity recruiting and representation to add
more women in technology roles globally, as well as add more
employees from underrepresented racial groups (URGs)? in
the U.S. We approach this commitment by diversifying how we
identify, assess, and hire employees. We also continue to invest
in building our diverse hiring capability and infrastructure to
support our representation goals.

As part of our URG recruiting efforts, we're investing in more than
15 external DEI partnerships. By working with new partners, we're
strengthening our pipeline. Many of these partnerships include
professional Black, Latino/Hispanic, and Indigenous Peoples
associations, as well as historically Black colleges and universities.

I resume their careers after taking a break for
caregiving purposes. The program targets mid-career technologists
and runs from four to six months, featuring upskilling, career
development, and mentoring. On average, at the end of the
program each year, Intuit offers 69% of participants full-time
technical roles. We first introduced Intuit Again in India in 2015
to tap into the country’s vast pool of talent. We expanded the
program to the U.S. in 2018, and Israel will join the program in FY23.

Female gender representation at Intuit

56 56
42,
40«
35, 39.

30, 33. 33. 33.
e it (oo ofnat Swisiees
o 1FY2021  1FY2022

2L racial ud Black or

Aftican American, Native American, and Alaska and Hawail Native." It's in
Humera's letter but we need it here for the combined report
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Enel - 2021 Sustainability Report

Taking action to close the gender gap

| 405-1 | 405-2 |

In 2021, Enel continued its commitment to overcoming the
gender gap and achieving wage equality with an organic
approach of actions that influence all phases of womeris
journey in the organization: from representation at entry
level to empouerment and development in positions of re-
sponsibility, paying attention to various relevant moments
in life, such as becoming parents and personal o family
care.

The gender gap action plan consists of measures that di-
rectly and indirectly affect equal pay. given the fact that
the gradual increase in female representation at different
organizational levels is a prerequisite for natural genera-
tional exchange and thus for achieving parity in remuner-
ation over time.

The indirect measures include a steady increase in wom-
en joining the Company and in positions of responsibility
in the organization. Selection processes are closely mon
itored to ensure a fair balance of the two genders in the
candidate pools, with a rising trend in the last five years
(52.1% in 2021). The commitment to the growth of women
in positions of responsibility is also significant: 23.6%" of
managers were women in 2021 (21 6% in 2020), and 31.4%
of middle managers were female (304% in 2020), with an
increase in the ratio between female managers and middle
managers of 4%. Various actions have been taken ataglob-
allevel, including th tion to the Long Term-|

tive Plan 2021 of a new performance target, with weighting
of 5% of the total: the “percentage of women in managerial
succession plans” by the end of 2023. This is an objective
for all managers at Enel and its subsidiaries, including the
Enel Chief Executive Officer, who occupy top positions
of strategic interest to the Group; the powerful commit-
ment in the Enel Group to ensuring equal representation
of women is therefore emphasized, including in pools for
managerial succession plans, and the increasing attention
paid to the topic of ‘gender equality” is leveraged

As at late 2021, women account for 22.5% of the entire
Group workforce, whereas they cover around 16.7% of ex-
ecutive positions (CEO-1) out of the total of these posi-
tions (3 out of 19).

The direct measures include internal policies addressing
succession plan management and salary review processes,
which take into account gender diversity dimensions, as

Gender gap:
the action plan,
direct and indirect
measures

52.1 15.7%

women in selection women in executive
poals positions
L)
22 . 5 4 4 .4 %
women in the workforce women on the Board
0,
23 -6 42 . , %
women manager women in managerial

succession plans

well as the allocation of a budget dedicated to ensuring
equal pay for equivalent roles. In addition, the commit-
ment to promote gender equality also resulted in setting
a specific MBO 2021 track as part of the MBO objectives
assigned to the management of the People and Organi-
zation Function

For the purposes of monitoring equal pay, the number and
proportion of female managers show a trend of steadly in-
crease over the years; in particular, in 2021 there was an
increase of 2% (from 21.6% to 236%) in the percentage of
women managers, and this led to a slight decrease in the
Equal Remuneration Ratio (ERR), which went from 833% to
81.1%. Al the actions taken to advance women's standing
are also continuing, not only in senior management, the
effects of which will be fully appreciable in the medium to
long term, also taking into account the generational dy-
namic.
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Pay Equity

Spurred by investor, employee and regulatory interest, more companies are including details related to their
pay equity practices and audit results in their ESG reports, including whether a pay gap exists and the practices
applied to close any identified gaps.

Intel — 2021-22 Corporate Responsibility Report

Pay Equity
AtIntel, we strive for aninclusive and fully engaged
workforce that is reflective of the best and brightest
talent in our industry. Since 2019, we have achieved
gender pay equity globally and we continue to maintain
race/ethnicity pay equity in the US. We achieve pay
equity by closing the gap in average pay between

| of different genders hnicityin the
same or similar roles after accounting for legitimate
business factors that can explain differences, such as
location, time at grade level, and tenure.

Intel’s legal and human resources teams work with
third-party experts using proven statistical modeling
techniques to monitor and advance global pay eqity.
Our comprehensive analysis includes base pay,
bonuses, and stock grants. Individual employees

who are identified as having a gap through this
analysis receive appropriate adjustments.

A key component of our pay equity strategy is our
commitment to transparency, which helps us to hold
ourselves accountable and encourage action by others.
In support of this goal, we first publicly released our
EEO-1 survey pay datain 2019, we feelitis important to
continue collecting and disclosing diversity and inclusion
data publicly.

Inclusive Culture

Inclusionis one of Intel’s core values and it is at the heart
of our culture. We have taken actions to integrate our
inclusion expectations into our policies, performance
management systems, leadership expectations, annual
bonus metrics, and employee surveys.

The Intel Code of Conduct and Intel Global Human
Rights Principles set out our commitment to nondis-
crimination and to provide a workplace free of
harassment. We have redesigned our employee
performance management systemand leadership
promotions process to focus on results delivered, as
wellas how those results are achieved through alignment
with Intel’s values and commitment to inclusion.

. The global Inclusion@Intel portal
provides a community for employees and empowers
them to build tangible and actionable inclusive practices
into their everyday work environment. This unique plat-
form provides highlights on inclusive leaders, inclusion
training, sharing of best practices, videos, podcasts,
and scenario cards that can be used to encourage
critical conversations. Our Inclusive Leaders program

is designed to equip managers to play leadership

roles in growing Intel's inclusive culture and fostering
leadership skills needed to build diverse and inclusive,
high-performing teams. In 2021, we expanded the
program across Intel worldwide via workshops and
small-cohort-based learning. Employees completed
over 4,000 individual learning modules in 2021. For
furtherimpact, we also integrated the inclusion content
into new “Manager Academy” training and began rolling
it out to our 13,000 managers worldwide in 2021.

Inclusive Hiring Practices. We have developed aset
of best practices and training to mitigate the influence
of unconscious bias in the hiring process. These
practices include posting of formal requisitions for
internal positions, using impartial descriptions of
qualifications for all open jobs, and having diverse
slates of candidates and diverse hiring panels. In 2021,
we also required inclusive hiring training for all of our
hiring managers.

Linking Compensation to Diversity
and Inclusion Goals

Since 2008, we have linked a portion of our executive
and employee compensation to corporate responsibility
metrics, including diversity and inclusion metrics. In
2021, we met these metrics, which focused on the

2030 workforce goal milestones of reaching 1

women in senior leadership roles globally and increasing
by 10% the representation of Black/African American

employees in senior, director, and executive level roles in

our US workforce. In 2022, the goals related to inclusion
\g by another 10% the representation of

Black/African American employees in senior, director,

and executive level roles in our US workforce; women

representing 30% of technical entry-level hires; and

$1.4 billion in annual spending with

For more information, see our 2 2 Proxy Statement,

“Supplier Diversity and Inclusion” later in this section of

the report, and the Sustainable section of this report.

Texas Instruments — 2021 Corporate Citizenship Report

Our commitment to equitable pay

We pay our employees fairly and equitably. Tl has had competitive and equitable compensation policies
regardless of gender, race, ethnicity or other protected characteristics, and we have designed checks and
balances into our compensation system, including regular in-depth analyses, to ensure that we achieve it.

In 2021, we conducted a separate compensation analysis examining gender and race pay parity
(including base, and bonus pay and equity), that considered job type, job level and country. Our analysis
confirmed that within the U.S. and worldwide, TI pays women as much as men, and in the U.S., Tl pays
minorities as much as non-minorities.

Trends in Gender Diversity and Pay Equity Disclosures
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Intuit — 2022 Corporate Responsibility Report

Commitment to DEl results in strong
belonging and pay equity

Because of our support of employees from the first interview

to onboarding and beyond, we've created a work environment
where our employees can thrive. To help us understand how
they're experiencing inclusion and belonging, we ask them to
complete a DEI survey once a year. This informs our long-term
DEl strategy and helps us understand where we have opportunities
to take action and improve. We look at the data across multiple
dimensions.

For example, we ask our employees if they have a sense of
belonging at Intuit. Our Belonging Score for the FY22 DEI survey
ranks Intuit in the top 10% of our industry benchmarks. This score
is an outcome of a variety of factors and demonstrates a culture of
inclusion. We're proud of this accomplishment and are heartened
to know that our employ Imingly feel i and
appreciated by their teammates and managers.

1 O ranked among our peers in
TOp % employee belonging

Pay equity is fundamental to our DEI strategy. Intuit adheres
to equitable talent practices and policies to mitigate bias in

per pay, and p i These best
practices also apply to the development of female tech talent

and our URG employees.

Our pay equity analysis is key to bringing clarity to our equity
goals, ongoing work, and progress. Twice a year, we conduct
a survey through a third-party vendor to review all job codes
in which we have a sufficient number of employees for analysis,
and those employees have the same or similar job duties and

mix. We then base pay by gender and
ethnicity, while factoring in location and time spent in the role,
and make adj when there are plained statistical
differences.

As of August 1, 2022, none of the

identified job codes had

of different gender or between race/ethnicity in the U.S.

in pay between empl

Mattel — 2021 Citizenship Report

Diversity, Equity & Inclusion

(DE&J)

Mattel continued to make important progress with its DE&I

initiatives. We remain committed to fostering a culture where

all employees are included and valued and can realize their

full potential.

Progress Toward Goal

by ethnicity in the U.S.*

Maintained 100% base pay equity by gender globally and

Increased representation of women, which comprised

58% of the global non-workforce and 47% of all

management positions.*

inthe U.S. to 44%.*

Increased representation of ethnically diverse employees

Highlights on Progress

Goal

Achieve and maintain 100%
base pay equity for all employees
performing similar work with

comparable roles and experience in

similar markets

Goal

Increase representation of women at

all levels of the organization

Goal

Increase representation by ethnicity

at all levels of the organization

* Recognized for creating an outstanding workplace culture
by Forbes World’s Best Employers of 2021; Forbes
Best Employers for Women 2021; Fast Company Best
Workplaces for Innovators 2021; Great Place to Work 2021;
Newsweek 100 Most Loved Workplaces for 2021; Human
Rights Campaign Best Places to Work 2021.

Expanded Employee Resource Group (ERG) programming
to promote accessibility for people with disabilities and
support for active and veteran military employees, family
members, and allies.

* Reorganized ERGs into regional chapters in North
America, EMEA, LATAM, and APAC, and have global
strategic alignment.

Achieved 93% participation in the 2021 Global
Engagement Survey, for the second year in a row, and
incorporated an inclusion index to measure a sense of
belonging at Mattel.

*Please see GRI Supplemental Data Appendix for
further details.

Base Pay Equity 2020 2021

Pay Ratio by Gender 100%' 100%*

Pay Ratio by Ethnicity 100%' 100%*
Representation of Women 2020 2021

Total Representation of Women 56%* 58%°
Representation of Ethni 2020 2021

Total Representation of Ethnically Diverse Employees 42%' 44%°
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Going Forward

Looking forward, corporations should expect to see a continued focus on gender diversity and equality,
especially as some of the investor and proxy advisor enhanced guidelines go in effect in 2023. Pay equity
practices and disclosures will continue to mature as more companies conduct pay audits and more regulations
are adopted. Additional diversity characteristics will be highlighted as company diversity and inclusion

policies and reporting evolve. In addition to increased disclosure around race, ethnicity and LGBTQIA+, more
companies are disclosing other characteristics, such as veteran or disability status.
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