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Introduction

A spotlight on racial inequality and widespread demand for police reform and accountability has
permeated public discourse in 2020. In acts of solidarity with the Black Lives Matter and other
movements, many companies have flooded social media with statements denouncing racial
inequality and expressing a commitment to racial justice. In July, New York City Comptroller Scott M.
Stringer said, “It is not enough to condemn racism in words; systemic change in corporate America
will require concrete action and accountability.”

Comptroller Stringer is urging companies to “walk the walk” on racial equality by disclosing their
annual Consolidated EEO-1 Report data publicly, which details the company’s employee count by
gender and racial and ethnic categories in 10 professional levels. On behalf of the NYC Retirement
Systems, Comptroller Stringer sent letters to the CEOs of 67 of the S&P 100, and received
commitments from over 34 companies to publicly disclose their reports when due for submission to
the U.S. Equal Employment Opportunity Commission (EEQOC) in 2021.

According to a statement published on the NYC Comptroller’s website, “the Consolidated EEO-1 Report
is the ‘gold standard’ for diversity disclosure and will enable investors to evaluate the performance of
portfolio companies in terms of their ability to hire, retain, and promote employees of color and women.”
However, as acknowledged by the NYC Comptroller, many companies have not historically disclosed
EEO-1 Report data because they are already addressing diversity in their various reports and in formats
they believe to be more tailored to their specific job titles and reporting structure.

At Argyle, we have found workforce diversity to be a topic most commonly discussed in sustainability
and corporate responsibility reports, together with disclosures around companies’ diversity and
inclusion initiatives. In recent years, an overview of human capital management strategies, including
diversity and inclusion, have also been included in annual reports and proxy statements. In the
current climate and with additional pressure from Comptroller Stringer, as well as new Form 10-K
human capital management disclosure requirements, we expect a significant upswing in these
diversity disclosures across all stakeholder communications.

In This Thought Piece

We explored publicly available data to learn how the S&P 100 companies currently communicate and
disclose information regarding their workforce diversity, as well as their plans and goals to foster and
achieve diversity and inclusion in their companies.

We have divided this document into three sections:

1. Comparison of EEO-1 Report, GRI, and SASB requirements related to workforce diversity
2. Benchmarking S&P 100 companies level of workforce diversity communications

3. Examples of leading diversity communications
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Comparison of EEO-1 Report,
GRI, and SASB Requirements
on Workforce Gender and
Racial/Ethnic Diversity

Most companies’ disclosure of data on workforce diversity depends on the framework used for reporting on sustainability
and corporate responsibility. In this section, we compare requirements of the EEO-1 Report to those of two frequently used
reporting standards: Global Reporting Initiative (GRI) and Sustainability Accounting Standards Board (SASB).

In GRI’s framework, workforce diversity is covered in three disclosures under two standards:

* GRI102: General Disclosures
* Disclosure 102-8: Information on employees and other workers
¢ GRI 405: Diversity and Equal Opportunity
* Disclosure 405-1: Diversity of governance bodies and employees

* Disclosure 405-2: Ratio of basic salary and remuneration of women to men

SASB standards cover 77 industries across 11 sectors. Of these, there are 10 industry-specific standards require disclosing
information on workforce diversity and inclusion. These industries include:

AN B 101 N

Advertising & Asset Management E-Commerce Hardware Internet Media &
Marketing & Custody Services
Activities

M

Investment Media & Multiline and Professional & Software & IT
Banking & Entertainment Specialty Retailers Commercial Services
Brokerage & Distributors Services
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EEO-1 Report

GRI

SASB

Gender
Representation

Companies must report
the total number of male
and female employees
for each of the 7 racial/
ethnic groups and

for each of the 10 job
categories. Then the
companies must include
the total number of male
and female employees in
each race/ethnicity and in
each job category.

Under GRI Disclosure 102-8, the reporting
organization shall report the total number
of employees by employment contract, by
gender. The reporting organization shall
also report the total number of employees
by employment type, by gender.

Under GRI Disclosure 405-1, the reporting
organization shall report the percentage
of individuals within the organization’s
governance bodies by gender. The
reporting organization shall also report the
percentage of employees per employee
category by gender.

Entities of the 10 industries with workforce
diversity & inclusion requirements

shall disclose the percentage of gender
representation of employees, by employee
category, for U.S. and non-U.S. employees.
The entities shall categorize the gender

of their employees as female, male, or

not disclosed/available. The entities may
also provide supplemental disclosures on
gender representation by country or region.

Racial/Ethnic
Representation

The seven racial/ethnic
groups covered in

the EEO-1 Report are
the following:

* Hispanic or Latino

* White

* Black or African
American

* Native Hawaiian or
Other Pacific Islander

* Asian

* American Indian or
Alaskan Native

* Two or more races

Companies must report
the total number of male
and female employees
for each of these racial/
ethnic groups and for
each job category.

Also under GRI Disclosure 405-1, the
reporting organization shall report the
percentage of individuals within the
organization’s governance bodies by other
indicators of diversity where relevant
(such as minority or vulnerable groups).
The reporting organization shall also
report the percentage of employees

per employee category by these other
indicators of diversity. In the glossary,

GRI notes that examples of “indicators of
diversity” can include ancestry and ethnic
origin and citizenship, while “vulnerable
groups” can include indigenous people and
ethnic minorities.

Entities of the 10 industries with workforce
diversity & inclusion requirements shall
disclose the percentage of racial/ethnic
group representation of employees, by
employee category, for U.S. employees.
The entities shall categorize the racial/
ethnic group of its U.S. employees in
accordance with the EEO-1 Survey
Instruction Booklet and use the

following categories:

* Asian

* Black or African American

* Hispanic or Latino

* White

= Other (which includes Native American
or Alaska Native, Native Hawaiian or
Pacific Islander, and “Two or More
Races” classifications)

= Not disclosed/available

The entities may also provide supplemental
disclosures on racial/ethnic group
representation by country or region.

There are 3 of the 77 industries covered
by SASB that require entities to disclose
the percentage of their employees that
are foreign nationals, defined as “anyone
requiring an employment visa in the
country in which he or she is employed.”
These 3 industries are the following:

* Internet Media & Services
¢ Semiconductors

* Software & IT Services
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EEO-1 Report

GRI

SASB

Job Category

(in relation to
gender and/or
racial/ethnic
representation)

The 10 standardized job
categories in the EEO-1
Report are the following:

= Executive/Senior Level
Officials and Managers

* First/Mid-Level
Officials and Managers

* Professionals
* Technicians
* Sales Workers

* Administrative
Support Workers

* Craft Workers
* QOperatives
* Laborers and Helpers

* Service Workers

Companies must report
the total number of male
and female employees for
each racial/ethnic group
and for each of these

job categories.

Under GRI Disclosure 102-8, the reporting
organization shall report the total number
of employees by employment contract, by
gender. The employment contracts are:

« Indefinite or permanent contract

* Fixed term or temporary contract

The reporting organization shall also
report the total number of employees
by employment type, by gender. The
employment types are:

¢ Full-time

* Part-time

The reporting organization shall also
report whether a significant portion of the
organization’s activities are performed

by workers who are not employees. If
applicable, a description of the nature and
scale of work performed by workers who
are not employees shall also be reported.
GRI notes under the definition of “workers
in its glossary that examples of these
workers include interns, apprentices, self-
employed persons, and persons working
for organizations other than the reporting
organization, e.g., for suppliers.

»

GRVI’s glossary also provides definitions for
the different employment contracts and
employment types.

Under GRI Disclosure 405-1, the reporting
organization shall report the percentage

of individuals within the organization’s
governance bodies by gender, age group,
and other indicators of diversity. In the
glossary, a “governance body” is defined as
a “committee or board responsible for the
strategic guidance of the organization, the
effective monitoring of management, and
the accountability of management to the
broader organization and its stakeholders.”

The reporting organization shall also
report the percentage of employees per
employee category by gender, age group,
and other indicators of diversity. In the
glossary, “employee category” is defined
as the “breakdown of employees by level
(such as senior management, middle
management) and function (such as
technical, administrative, production).
GRI notes that this information is derived
from the organization’s own human
resources system.

Entities of the 10 industries with workforce
diversity & inclusion requirements must
disclose the percentages of gender and
racial/ethnic group representation of
employees by employee category. These
categories vary among the 10 industries.

For Advertising & Marketing and Media &
Entertainment industries:

* Management
* Professionals

* All Other Employees

For Asset Management & Custody
Activities and Investment Banking &
Brokerage industries:

* Executive Management
* Non-Executive Management
* Professionals

« All Other Employees

For E-Commerce, Hardware, Internet
Media & Services and Software & I'T
Services industries:

* Management
¢ Technical Staff
* All Other Employees

For Multiline and Specialty Retailers &
Distributors industry:

* Management

* All Other Employees

For Professional & Commercial
Services industry:

*  Executive Management
* All Other Employees — Non-Contingent
« All Other Employees — Contingent

The job categories and descriptions for
each employee category are found on each
of the industries’ standards.
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EEO-1 Report

GRI

SASB

Pay Data

(in relation to
gender and/or
racial/ethnic
representation)

In Component 2 EEO-1
Reports, aside from
gender, race/ethnicity,
and job categories,
the employees of the
company must also

be classified by pay
band. The 12 salary

compensation bands are

the following:

+ $19,239 and under
+ $19,240 - $24,439
© $24,440 - $30,679
- $30,680 - $38,999
- $39,000 - $49,919
+ $49,920 - $62,919
- $62,920 - $80,079
- $80,080 - $101,919

$101,920 - $128,959
$128,960 - $163,799
$163,800 - $207,999

« $208,000 and over

In terms of salary reporting in relation to
diversity, GRI Disclosure 405-2 requires
the reporting organization to report the
ratio of basic salary and remuneration of
women to men for each employee category,
by significant locations of operation.

The reporting organization should base
remuneration on the average pay of each
gender grouping within each employee
category. The reporting organization
shall also report the definition used for
“significant locations of operation.”

Though there are industries covered by
SASB that require entities to disclose
average hourly wages of employees, none
of the industries require entities to disclose
pay data in relation to gender or racial/
ethnic representation.

However, entities of the 10 industries
with workforce diversity & inclusion
requirements shall also describe their
policies and programs for fostering
equitable employee representation across
their global operations, which may include
wage practices.

Number of Hours
Worked

(in relation to
gender and/or
racial/ethnic
representation)

In a second presentation

for Component 2 EEO-1
Reports, companies
must report the total
number of hours worked
by all employees for

each gender, each racial/

ethnic group, each job

category, and each salary

compensation band.

Though GRI also requires disclosure of
number of hours worked (Disclosure 403-9),
this is not in relation to gender or racial/
ethnic representation.

None of the 77 industries require entities
to report the number of hours worked by
their employees.

Other Disclosures

Under GRI Disclosure 405-1, the
reporting organization shall also report
the percentage of individuals within the
organization’s governance bodies and the
percentage of employees per employee
category, by the following age group:

« Under 30 years old
¢ 30-50yearsold
* Over 50 years old

Entities of the 10 industries with workforce
diversity & inclusion requirements shall also
describe their policies and programs for
fostering equitable employee representation
across their global operations.

* Relevant policies may include maintaining
transparency of hiring, promotion,
and wage practices, ensuring equal
employment opportunity, developing
and disseminating diversity policies, and
ensuring management accountability for
equitable representation.

¢ Relevant programs may include
trainings on diversity, mentorship and
sponsorship programs, partnership with
employee resource and advisory groups,
and provision of flexible work schedules
to accommodate the varying needs
of employees.

* The entities may disclose other aspects
of their workforce, such as age, physical
abilities/qualities, sexual orientation,
and religious beliefs, as relevant to
local jurisdiction.
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How S&P 100 companies
are communicating
workforce diversity

To understand how S&P 100 companies are communicating the gender and racial/ethnic diversity of their workforce,

we consolidated publicly available materials, such as websites, annual reports, proxy statements and other reports that
provide information on the companies’ diversity and inclusion initiatives, including sustainability reports, corporate social
responsibility reports or even reports that have a specific focus on diversity. We assigned a rating to each company based on
the [level of] [depth of] information disclosed. We also assessed communications of workforce diversity and disclosure of
figures for specific job levels, from the board of directors to part-time employees. Last, but not least, we reviewed the data by
industry to identify any trends by industry in terms of level of transparency around workforce diversity.

Our key findings are summarized below.

Discussion of Workforce Diversity

Companies that present detailed disclosures, 2
with specific goals and reporting of figures

Companies that present rich disclosures, 30
with reporting of figures
Companies that present general communication,
. : 43

with few figures

Companies that present 13
general communication only
Companies that present

. ) 12

very few disclosures to no disclosure

o] 10 20 30 40 50

» Almost half of the companies (43 of 100) present general communication of workforce diversity with a few disclosure
of figures.

= Almost a third of the companies (32 of 100) present rich to detailed communication of workforce diversity, with specific
goals and reporting of figures.

» A quarter of the companies (25 of 100) present very general communication or very few disclosures.
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Discussion of Workforce Diversity by
Specific Job Level

Gender Diversity

Board Directors

Leadership/Executives

Managers/Seniors/Directors

Full-Time Employees

Part-Time Employees

General/All Levels

Racial/Ethnic Diversity

Board Directors

Leadership/Executives

Managers/Seniors/Directors

Full-Time Employees

Part-Time Employees

General/All Levels

77
37
36
12
2
57
0 20 40 60 80
71
24
27
13
3
49
0 20 40 60 80

= Over 70 companies discuss the board’s gender and racial/ethnic diversity, and almost all of these discussions are found in

the companies’ proxy statements.

« Over a third of the companies specifically address gender diversity in leadership and management levels. These companies
generally express goals to continually increase women representation in their companies, and they start from the top by
hiring, training, and promoting women leaders.

= Around a quarter of the companies specifically address racial/ethnic diversity in leadership and management levels. Similar
to gender diversity, these companies are promoting racial/ethnic diversity starting from the top.

* There are very few that specifically mention diversity of part-time employees.

= Around half of the companies have specific gender and racial/ethnic diversity discussions (hiring, retaining, promoting,

equitably compensating, etc.) pertaining to all employees as a whole.

Communicating Workforce Diversity



Disclosure of Workforce Diversity Figures by
Specific Job Level

Gender Diversity

Board Directors 78
Leadership/Executives 56
Managers/Seniors/Directors 63
Full-Time Employees 37

Part-Time Employees 16

General/All Levels 83

20 40 60 80 100

@]

Racial/Ethnic Diversity

Board Directors 63
Leadership/Executives a1

Managers/Seniors/Directors 49

Full-Time Employees 24

Part-Time Employees 7

General/All Levels 66

20 40 60 80 100

@]

= Generally, more companies are disclosing the breakdown of gender diversity (number or percentage of male and female
employees and directors) than the breakdown of racial/ethnic diversity (number or percentage of employees and directors
according to race/ethnicity).

* Given the number of companies discussing their board diversity, it follows that many of these companies also disclose the
number or percentage of diverse members of their board in their proxy statements.

* Many companies highlight the number or percentage of women and minorities in leadership and management positions
compared with the rest of the job categories/level.

* There are very few companies that disclose the number or percentage of their diverse part-time employees.
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Combined Gender and Racial/Ethnic Diversity

Leadership/Executives l 3
Managers/Seniors/Directors I 1
Full-Time Employees I 2

Part-Time Employees I 2

General/All Levels . 4

0 10 20 30 40

» Only a number of companies present combined data of gender and racial/ethnic diversity in any or all employee levels.

» However, over a third of the companies present combined data of gender and racial/ethnic diversity of their board members.

Public Disclosure of Consolidated
EEO-1 Report

22 « Only 22 of the S&P 100 publicly disclose their
companies EEO-1 Report, released a similar report or present data
from their EEO-1 Report.

= Only 1company included Component 2 (pay data) in their
report: Intel.

* 13 companies disclose actual numbers of employees, with
1 company also disclosing percentages.

* 9 companies disclose percentages only.

Communicating Workforce Diversity 1



Discussion of Workforce Diversity
by Industry

I Rich to detailed communication . General to few communication

Health Care/Life Sciences 3 el 13
Consumer Goods 9
Retail/Wholesale - 8

Business/Consumer Services 6
Industrial Goods 6
Media/Entertainment 4

Leisure/Arts/Hospitality

Real Estate/Construction

Basic Materials/Resources

Transportation/Logistics 3
2
2
2

Telecommunication Services

Automotive 2

(@]
ol

10 15 20

= Based on our research, most of the companies from the industries of Health Care/Life Sciences, Energy Service, Consumer
Goods, and Retail/Wholesale only have general to few communication on workforce diversity, while all companies under
the industries of Business/Consumer Services, Industrial Goods, Media/Entertainment, Real Estate/Construction, Basic
Materials/Resources, and Telecommunication Services also have general to few communication on workforce diversity.

* Though most of the companies that present rich to detailed communication on workforce diversity are from the industries

of Financial Services and Technology, almost the same number of the companies under the same industries only have
general to few communications on workforce diversity.
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Leading Diversity
Communications

Alphabet

Google Diversity
Annual Report 2020

Data continues to
inform our work

A Googhe. we use dota 10 infom everythi ng we do, from
the ey we develop products prd se 1 bo the way
omp chemi] 1 e clivmiraby, il 1, e
st AR I e TV Y T b [
cubcnmes, 30d buld B MmO repeesan it worieTe.

Last year we saw the
largest increase for Black+
representation at Google
since we bagan publishing.

Alphabet’s largest subsidiary, Google, discloses comprehensive data regarding the company’s diverse workforce in

its . The report showcases rich data that covers how Google is advancing the

representation of women, ethnic minorities, and other underrepresented groups in their workforce.
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One of the strengths of the report is that it presents Google’s improvement in embedding diversity into its hiring process,
retention programs, and representation efforts—increasing the number of women and ethnic minorities not just in the
company’s workforce in general but also in their leadership teams. Also, based on this year’s report, the global workforce
representation and intersectional workforce representation percentages, based on race and gender, increased overall.
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Altria

Responsibly Leading the Way

2019 Corporate Responsibility Progress Report

Our 2019 Performance

Deliver superior results
Operating ncome per employes

$1414,521  $1,098,193  $1151,325
2019

2018 2017

Promote a vibrant, inclusive workplace

| 20% 2020 Geal
28% 2019

] —_—

21% 2018

VPs or higher
that are women
14%

2017

'VPs or higher
that are people of color

1
\20% 2020 Goal

| |15% 201

/ 15% 2018
15% 2017

Altria presents a comprehensive report about how they develop their employees and culture, including fostering a vibrant,

Championing Women at Altria — and Beyond

Like many other companies, Altria has worked hard —for yesrs — on being Inchsive. Today,
we have one of the most civerse ackrship 1Bams we've ever hak almost 40 are women
ancior peopis of colarn Altra alss benefits fram & diverse board, with onethind of iIndependent
director sasts heid by women,

WItiN AT, SinTilar to National rends, weve MECk progress aavanEing Womern. In particusr
white women to the Vice President level and Higher, But we have mare waork to do to give
femaie colleagues from underrepressnted groups the same cpporunities.

When & comes to pay equity for wamen, our results are better, Altiahas 2 long-standing
practice of rEviewing seEnes 1o mitigae potential inequites. For mars than 20 years, Alnas
Compereation team has reguisry un stetistical anslyses to identify unexplained pay
discrepancies and adcress them with salary adustments. Based an the most recent annual
aralyst conducted at Altria in Nowember 2009, safanes of female employess wene G007 % of
thorse of our make employess and salares of our nonawhite employess were S55% of those
of our white empioyvess after adjusting for factors generally considered o be legitimste
differentistors of salary {20. performance and salary gradel

Cur work 10 acvanca wiomen and women of cokar Includes benchmenang with cthar
‘companies and working wih nonprofits who conduct research on the topic. A k2y nonprofit
with thes expertise £ Cakaly=t a global onganizsbion that fomuses on accelerating progress for
wormen within business and on conparate boards. To further the goal of getting more women
Into the boardroam, in 20183, we announcad a H million cne-time grant to Catabyst o support
ts Wioimen Cn Baard program. desgned to champian quaified women baard candidates

b pairing thern with sitting conparate directons — who ane primariy white men —far a
twio-yEar penod This aims to diEnust ald patterns and Lnconsciols bias through the proven
effecthensss of 1-orH sponsorshin

diverse, and inclusive workplace. Some of the highlights of the report with regard to diversity include the company’s success

in achieving one of their most diverse leadership teams, where almost 40% are women and/or people of color, and the

development in their efforts to advance women to the vice president level and higher. The company acknowledges that they
still have more work to do in order to give the same opportunities to women from underrepresented groups.

Communicating Workforce Diversity

15


https://www.altria.com/-/media/Project/Altria/Altria/responsibility/2019-cr-report.pdf%5d

American Express

AMERICA EXPREas

The Powerful
Backing of
American Express

2018-2019

Corporate Social Responsibility Report

American
Express - United
States Workforce
Diversity

A heritage built on service and -

sustained by innovation  ArMERIGAN
EXRRES!

U.5. Colleagues (2018) Total non-minority | Total minority Total women

Senlor-level executives
St % 29% 31%
Mid-level executives and

61% 39% 54%
Professionals* 51% 49% 4%
All others** 49% 51% TO%%
Total U.S. colleagues 54% 46% 55%

¥ Professionals category includes non-managerial employees, such as analysts, designers, engineers, efc.
FiA|| athers catagory iIncludes office and clenical roles, sales support, sarvice workers, o,

American Express’ 2018-2019 Corporate Social Responsibility Report provides an in-depth discussion about the company’s

global inclusion and diversity strategy, which includes pay equity and the development of women leaders. The report also

discloses how diverse the company’s workforce is, showcasing the overall percentage of non-minority, minority, and women

in each position such as senior-level executives and managers, mid-level executives and managers, among others. In addition,

some of the highlights of the report with regard to diversity include the company’s achievement of having more than 50% of

women in their total U.S. workforce and more than 30% of female senior executives.

16
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https://s1.q4cdn.com/692158879/files/doc_downloads/social_reports/2018-2019-American-Express-CSR-Report.pdf%5d

Bank of America

BANK OF AMERICA %5~

[ 4
L]

2019 AUMAN CARITAL MANAGEMENT REPORT

Publizhed Movember 2019

Bank of America published their first-ever Human Capital Management Report, where matters relating to their workforce
diversity and compensation are thoroughly discussed.

Current Board Members'

Women
Directors
47% African-American Bank of America is 1 of only 4
Divrse Directors S&P 100 companies with
) ) 6 or more women on the Board
-I Hispanic
Director

' CED Included In Board Members

The company’s prominence in workforce diversity starts at the top, making them one of the four S&P companies who have 6
or more women directors on the board.

Communicating Workforce Diversity 17


http://investor.bankofamerica.com/static-files/22c64304-00dc-4706-9836-28f4bcfab311

Improvements in Key Workforce Metrics

27%  428% 0% £ 345

increase in WOMEN increase in WOMEN increase in PEOPLE OF increase in PEOPLE OF
In management in our global COLOR In management COLOR In our
levels 1-3 campus class? levels 1-3! U.5. campus class?

“To measure how our efforts are working, we track our workforce data
meticulously. At least once a month, senior leaders receive updated
scorecards tracking the representation of diverse talent at every level.
We also track our culture of inclusion through our Diversity and Inclusion
Index, which is at a record high for the enterprise.”

Cynthia Bowman
CHIEF DIVERSITY & INCLUSION OFFICER

' Parcent increase from 2015-2018
* Percent increase since 2009

The company also shares some improvements in workforce diversity and how they track their progress.

The results of our 2018 review of total compensation across
the U.S., UK, France, Ireland, Hong Kong and Singapore showed:

Compensation recelved by women Is
g on average greater than 99% of

that received by men.

In the U.S.,, compensation received by people of
color is on average greater than 99% of that
received by non-people of color teammates.

In addition to workforce diversity, the company ensures pay equity across gender and race by conducting “analyses with
outside experts to examine individual employee pay before year-end compensation decisions are finalized, and we adjust
compensation where appropriate.”
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The Bank of New York Mellon

& BNY MELLON

ENY MELLON LONDON BRANCH PAY ANDO BONUS GAP

- 1| ) il B ekt st % 20% -
GEHdeI‘ Pay K_/_." Bonus Pay Gap 7% 1 —_— —
Gap Report et

& part of our commitmant to egualrty, BNY Mellon

The gender pay gap isa
measure of the difference

between the average PO 7 TR LD
z Men Women Arthe rfate T
-arnings of men and women. O 849 Q 835 b

GEMDER PAY VERSUS EQUAL PAY

anidar Jap is rol the same as

Mean 7% 5% 60% 70%
Womien 43% 47% &0% 30%
BNY Mellon released their , in which they disclose “the difference between the average

earnings of men and women” in their workforce. The gender pay gap shown in the report is explained as due to the difference
between the number of men and women employees in senior higher-paid roles, with men comprising a larger proportion.

Diversity & Inclusion

Powering Sustained Engagement, Performance and Growth

=

GLOBAL DIVERSITY & INCLUSION
20 STRATEGY

BNY Mellon also released its , adocument showcasing initiatives and performance
in the area of diversity and inclusion.

Communicating Workforce Diversity 19


https://www.bnymellon.com/emea/en/_locale-assets/pdf/who-we-are/bny-mellon-london-branch-2019-gender-pay-gap-report.pdf
https://www.bnymellon.com/us/en/_locale-assets/pdf/diversity-inclusion/bny-mellon-diversity-and-inclusion-strategy-2020.pdf

Women Representation (Global)
As of 31 December 2019
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Ethnic/Racial Minority Representation (U.S.)

As of 31 December 2019

35% 48% 33%

U5 Workforee MNew Hires Board of Direclors®

EXECUTIVE LEADERS SENIOR LEADERS MID-LEVEL LEADERS

23.5% 23.6% 32.4%

Excouiive Leadars! Senior Leaders? Mid-Level |eaders?
(Executive Commiltes)
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Workforce diversity is also disclosed in this document.

It is also worth noting that in the discussion of one of the shareholder proposals in their 2020 Proxy Statement, BNY Mellon
stated their aim to increase women and diverse representation in the workforce: “We are committed to continuing to increase
the representation of women and diverse employees throughout our organization, with women candidates accounting for 40
percent of all new hires globally, up from 39 percent in 2018, and diverse candidates accounting for 48 percent of all new
hires in the U.S., up from 42 percent in 2018
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https://www.bnymellon.com/_global-assets/pdf/investor-relations/notice-of-2020-annual-meeting-of-stockholders.pdf

Biogen

L] ¢ & 1
“Biogen.4

At Biogen, we believe that having a diverse, equitable and

nelusive workplace allo

us to empower our global
workforce, foster innovation and achieve better business

results. It leads to better teamwork and collaboration,

52 %

women in our
global workforce

creates a clinr
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providers ane

46% Y [ 26%

of US. director-level
roles and above held
by minorities

of director-level
and above roles held
by women globally

Values as of April 2020

Biogen proudly released their workforce diversity metrics, with more than half of their global workforce represented by women
(see ).

gy

.

L

body of evidence demonstrates.

itical to innovation. As of December 31, 2019, women held 46 percent of

Biogen's director-level and above positions and comprised over half of ou

We belis ation at 52 percent. W

FREE and mentor the next generation of female

ial women tar

results, w Leadership Program, which cultivates high poten
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Beyond achieving high diversity is continuing improvement. Biogen continues to support workforce diversity through various
leadership and mentorship programs that focus on empowering women and underrepresented minorities. (see

).
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https://www.biogen.com/en_us/diversity-inclusion.html
https://www.biogen.com/en_us/yearinreview/employeeengagement.html
https://www.biogen.com/en_us/yearinreview/employeeengagement.html

BlackRock

BlackRock.  ivoutus  Newsroom  insights  InvestorRelations  Sustainabilty  Careers

Our Actions to Advance Racial Equity and Inclusion

build = . By 2024, our goal is to double representation of our Black senior leaders and increase overall
representation by 30%. Today, only 3% of our senior leaders (directors and above) and 5% of
our warkfarce in the US are black. We need to do better, and we will achieve an increase through
five key actions:

= Activel iding and d loping the of our Black Professionals through senior
leadership’s commitment to grow our emerging Black leaders; tallored leadership
development and spansorship programs, including a new Black Leadership Forum; targeted
rotational programs for early-career Black professionals; and deliberate conslderation of
senior Black leaders In succession planning.

+ Fi ing on people devel and ding p ive inclusion and
imp 4 di ity that increase Black Professional career progression and
retentlon rates, and that increase the proportion of managers who dentify as Black.

sl ing our i to iting and ing Black Professi by

requiring racially and ethnically diverse candidate slates for open roles at BlackRock, applying

sourcing and selection strategies used in campus recruiting to all analyst and associate

hiring, appeointing a Diversity Sourcing Lead for experienced hires, and designing a more

structured onboarding process across all experience levels,

Raising awareness of racial equity issues and ing behavioral exp i by

extending our new speaker serles on racial inclusion and equity and requiring a new

mandatory "racial equity” course for all BlackRock employees via the BlackRock Academles.

+ Embeddi ility and i ing tracking and measurement of diversity
metrics and holding leaders and managers accountable for continued progress, including in
the Quarterly Business Revi and year-end processes.

.

Ina shared by two of BlackRock’s top leaders, goals and actions are articulated to ensure the rise of Black professionals

|n

in the company’s workforce diversity, specifically in leadership roles. At present, the company acknowledges that it will “need

to do better.”

Be yourself. Be valued for it.

Our commitment in action

WY DOVERSITY PRRTHIRS DUR ACTIVE APPROACH DU COMMITMINT B ACTION Female Employees

Female New Hires in
2019

Our philosophy e

Leaders

Female Senior
Leader New Hires in
2019

Female Board of
[

Ethnic Minority
Emplayees (US)

Ethnic Minority
New Hires in 2019

ws)

BlackRock does quite well in terms of general workforce diversity, with women comprising 42% of the workforce and 40% of
the workforce is ethnically diverse. The company plans to achieve 30% women representation in senior management roles
(see ).
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https://www.blackrock.com/corporate/about-us/social-impact/advancing-racial-equity
https://careers.blackrock.com/life-at-blackrock/inclusion-and-diversity

Cisco

vtfran]n,
CISCO

The bridge to possible

In their , Cisco remarks “we are the most diverse Cisco since we began tracking

our diversity in 1998

This can be seen in the comprehensive workforce diversity statistics the company discloses, which they note they have been

publishing since 2005. Cisco also mentions the availability of their 2018 EEO-1 Report.
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below is based on FY'19 data, and a total of 75,767 Cisco employees. See i
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https://www.cisco.com/c/dam/m/en_us/about/csr/csr-report/2019/_pdf/csr-report-2019.pdf
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There is also improvement in the representation of women, African American/Black, and Hispanic/Latino employees.
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Cisco also discusses their commitment to decreasing the pay gap and mentions that they “regularly test for pay parity based
on gender, and inclusive of ethnicity in the United States.”

In addition, it is highlighted in Cisco’s 2019 Annual Report that the company’s Executive Leadership Team (ELT) is

Diverse leadership

At Cisco, diversity, inclusion, and
collaboration are fundamental to
who we are, how we create the
best teams, and how we drive
success. A diverse workplace
creates a vibrant culture

where everyone is welcomed,
respected, valued, and heard.

Cisco has signed the CEO Action for
Diversity and Inclusion™ pledge. We are
delivering on our vision of accelerating
full-spectrum diversity—including
gender, age, race, ethnicity, orientation,
ability, nationality, religion, veteran
status, background, culture, experience,
strengths, and perspectives, |t starts at
the top, where 46% of our Executive
Leadership Team (ELT) are women and
62% are diverse in terms of gender

or ethnicity, making Cisco an industry
leader in ELT diversity.

62%
Gender/
ethnic

diversity

46% women while 62% are diverse in terms of gender or ethnicity, demonstrating that diversity starts at the top. Cisco notes
that this makes them an industry leader in this area.
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https://www.cisco.com/c/dam/en_us/about/annual-report/cisco-annual-report-2019.pdf
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A page on Cisco’s website has an interactive Diversity Snapshot that can show data from 2015 to 2019 with a gender
breakdown and U.S. ethnicity breakdown, as well as some job categories.

Cisco also published their 2019 UK Gender Pay Gap Report.
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https://www.cisco.com/c/en/us/about/inclusion-diversity/us.html
https://www.cisco.com/c/dam/global/en_uk/about/csr/cisco-uk-2019-gender-pay-gap-report.pdf

Citigroup

Citi states in their that “Over the last two years, we have elevated the

conversation around race, gender and equal pay for equal work.”

Citi's Global Workforce

»» Employees by Region

r 40 .
3 ;
f \
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https://www.citigroup.com/citi/about/esg/download/2019/Global-ESG-Report-2019.pdf?ieNocache=481

Aside from disclosing data on their global workforce, Citi discusses their diversity priorities, two of which are pay equity and
representation. In discussions about pay equity, the company mentions that they are “being open about our data, what it
means and what needs to be done to meet our goals.” In support of this, Citi tackles the result of their pay equity review, as
well as data on their unadjusted or “raw” pay gap. Looking at their data, Citi acknowledges that growing the number of women
and minorities in senior and higher-paying roles can decrease their raw pay gap.

Raw Pay Gap Data

Citi was th st company e measur sation (i.e., all men vs. all women, all U.S.

minoriti all U.S. nonminoriti
Equal Pay Pay Equity

2018 2019

Moy 3%
o 939 944,

2018 Consolidated U.S. Employer 2019 data will be published in line with the

Information Report (EEO-1)* EEOC deadline (expected in June 2020)
as published September 2019

- Native American
" = Black or _ 5 .
Hispanic Africa LE] Indian or Multi- Total**
or Latino nean o pa Alaskan Racial "'

American -
= Islander Native

Job Categories Gender

Executive/Senior Male 2.7% ATT% 1.8% 0.9% 12.6% 0.0% 0.9%

Managers Female 1.8% 27.9% 0.0% 0.0% 3.6% 0.0% 0.0% 0.2%

First/Mid-Level Male 71%  37.4% 2.3% 01%  13.0% 0% 05% o0
Managers Female 6.2% 24.5% 3% 0.1% 5.4% 0.1% 0.4% ’

Profassionais Male 6.9% 30.3% 3.3% 0.1% 15.5% 0.1% 0.5% 35.4%
Female 6.1% 231% 4.0% 01% 9.4% 0.1% 0.5% '

— Male  167%  25.3% 5.7% 0.0% 5.7% 0.0% 07% o
echnicians Female  10.0%  28.9% 21% 0.0% 41% 0.2% 0.5% :

Sales Workers Male 10.1% 36.8% 2.9% 0.1% 1.9% 0.1% 0.5% 9.6%
Female 9.4% 15.2% 2.7% 0.2% 9.7% 0.1% 0.4% '

Administrative Male 6.8%  14.4% 3.9% 01% 16% 0.1% 04% .
Support Workers Female 15.8% 37.6% 12.7% 0.2% 4.0% 0.3% 11% '

Male 73%  26.2% 3.4% 0.1% 9.5% 01% 0.5%
Total Female  10.4%  28.0%  69% o1%  67%  02%  07% °000%

* For certain job categories, including craft workers, operatives, laborers and service workers, the total number of employeas accounts for less than 1 percent of staff.
A5 a result, those categories are not Included v the fable abowve,
** The total percentage is based ona LS. workforce of 66,7 3%, Figures may not sum to total dus te rounding

In addition, data from Citi’s EEO-1 Report is also disclosed.
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OUR LEADERSHIP ON PAY EQUITY

Citi's work to champion equality is reflected inour decision to be transparent about the results of our pay equity
review and our unadjusted or “raw” pay gap. In 2018, Citi was the first large U.5. financial institution to publicly
release the results of a pay equity review. Our pay equity review as disclosed in 2018 compared compensation

of women to men in the U.S., the UK., and Germany, and, in the U.5., minorities to non-minorities. Our review
adjusted pay to account for a number of factors to make the comparisons meaningful, including job function,
level, and geography, and we made changes to compensation, where appropriate on an individual basis, as a
result of the review, In 2019, we extended our adjusted pay equity review to include employees globally, and

we found that women globally were paid on average 99% of what men are paid at Citi and that there was no
statistically significant difference between what U.S. minorities and non-minorities were paid at Citi. Asin the
prior year, we made changes to compensation, where appropriate on an individual basis, as a result of the review.

In 2019, we were the first large U.S. company to disclose our unadjusted or “raw” pay gap for women and U.5.
minorities, which measures median total compensation unadjusted for factors such as job function, level, and
geography. The analysis shows that the median pay at Citi for women globally in 2019 was T1% of the median for
men, and the median pay at Citi for U.5. minorities was 93% of the median for non-minorities.

In 2020, we again looked at our adjusted pay equity and “raw” pay gaps and found that, on an adjusted basis,
women globally are paid on average more than 99% of what men are paid at Citi and there is no statistically
significant difference in adjusted compensation for U.S. minarities and non-minorities. Fallowing the review, Citi
again made changes to compensation, where appropriate on an individual basis, as part of the current year's
compensation cycle. The 2020 disclosure of Citi’s raw gap analysis showed that the median pay for women
globally is over 73% of the median for men, up from 71% the prior year, and that the median pay for U.S.
minorities is 94% of the median for non-minorities, up from 93% the prior year.

Our work to address both measures is continuous. We are committing to reduce the raw pay gap numbers over
time by increasing the representation of women and U.5. minorities in senior and higher-paying roles. As a
starting point, we established goals in 2019 to increase the representation for women globally in mid- and senior-
level roles to at least 40%, and to 8% for Black employees in the U.S., by the end of 2021. We are innovating

how we recruit and develop talent, are using data more effectively to diagnose our "pain points” and areas of
apportunity, and have increased accountability for our representation goals among people managers—-all with an
eye toward enhancing our diversity and attracting and retaining top-tier talent for Citi.

Citi's Board is committed to ensuring that it is
composed of individuals whose backgrounds

reflect the diversity represented by our
employees, customers, and stakeholders.

Board Nominees
9000000
" ¥ ¥ Y Y Y ¥

f 16 director candidates are women

Board Nominees
44% Women 19% Minority
ot et LS 1

A similar informative discussion on pay equity can be found in the company’s 2020 Proxy Statement. In addition, Citi notes in

the same report that their “Board is committed to ensuring that it is composed of individuals whose backgrounds reflect the

diversity represented by our employees, customers, and stakeholders.”
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https://www.citigroup.com/citi/investor/quarterly/2020/ar20p.pdf

Comcast

. - AL Cavapaat MBS s i3, et bt b THIT &

Diversity Data mmncmsomnimes
el e T
dersity sl insiion 0o 0N Ospets of Our Bt

Workforce Diversity g —
Chwersing onad iroluskan i asiential oo owr basres, W Atucon Amsican B Ao Aneerkcnn
Our piratianal ga is ta hov HIS womanond 1% i 2 a8 ko sy
Pacyia o crder ot mvary lavel o mur wesk forea. gl
OVERALL WORKFORCE YEAR-END (WD) 2094°
‘Worsen Fople of Crlor
- -
+18% +30%
Irciecee i rbar ot creons a murrber o
feeal 3 % paoph of cole in
35% MmN e s
FEION
r— L 543
Governance HOARD DIVERSITY
o, 4%
153 - . - . rTeone ba nmher of
Our commnitment to diversity starts ot the tap, with our LET] lr_-' +160%" \,_ s _20%{. m ™ peopheof ctbo i 11
Bourd of Dimctors. The divarsity of our Bacrd has nwarly [ oceosein ) -
tripled sines YE 2000, 40% | percentoge of women |

F 01 | ardpespiotenks | R
', onthe Boord tince rat ¢ rrber
N YEM | 22‘3&;" e i

+147%
Programming :«-‘G nh. bbbk
Gl B e aain

To ensure wee'ne telling authentic staries thot resonate with o wide ronge of sudiences, we strive to hove diverse perspectives in
wvery aspact of aur prografmiming ot NBCUniversal and in the centent we distribute on our Khnity platfanms.

MBCUNIYERSAL DIVERSITY YE 2019 KFINITY: TOTAL DIVERSE HOURS
ot SoES Besple e Caler - e s et
i % i
| 575 wol 5686
A% +15%
P Auat A0
— TOTAL DIVERSE SUBSCRIBER
e S HETWORK INSTANCES"
o +HTH% m D
i el N | oo [ 200
i P | ‘

As Comcast discloses their workforce diversity data, they express their aim to better represent women and people of color at
all levels of their workforce. Comcast also discloses their workforce composition in programming (see 2020 Values Report).

"
Compan; Gur Values Internet Essentiols investors Bress Careers
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On their website, Comcast also expresses their commitment to fight against injustices by allocating S100 million to their key
focus areas, one of which is accelerating their efforts in all areas of diversity and inclusion.
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https://update.comcast.com/wp-content/uploads/sites/33/dlm_uploads/2020/05/Comcast-NBCUniversal-Values-Report-2020.pdf
https://corporate.comcast.com/press/releases/comcast-announces-100-million-multiyear-plan-social-justice-and-equality

ConocoPhillips

OLRCES HEAS & MEDLA LLE. INTEREST OWHERS RLISINESS UNITS

CQ-nDCOPhiHIpS About Us Oy s SLstE Careers Investars  Q,

B panme ABOUT WS IR PEOPLE

Diversity & Inclusion

WHOWE ARE

We believe each person is accountable for creating and sustaining an inclusive work environment. As individuals

and as a company, we are taking concrete steps to address inequities and racial injustice. Current actions include:

= Examining our Talent Management Teams {TMT) processes to ensure we're promoting diversity and inclusion

(D&I) within our selection and succession efforts.

= Improving our recruiting process to mitigate bias, embed inclusion throughout our process and attract a

diverse candidate pool.

= Mandating diversity and inclusion goals for each business unit, function and staff group across the company.
Additionally, we expect all our leaders to have a personal inclusion goal that will be assessed as part of our

annual performance process.

*  Providing numerous training and development offerings — with enrollment goals - to equip our workforce,
our hiring managers and our leaders with the skills, knowledge and self-awareness to advance our diversity

and inclusion efforts.

= Supporting employee networks that we are leveraging to bring awareness to D&
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We believe leadership is the single most important factor to achieve meaningful progress on diversity and
inclusion. In 2019, we established a governance process to support D&l efforts within ConocoPhillips. The
Executive Leadership Team has final responsibility, and our senior vice president, Corporate Relations is the D&l
Champion. A global D& Council, made up of top senior leaders, has the responsibility to advocate, advise and
serve as ambassadors for D&l across the company. Leaders around the world are accountable for having local D&l
plans, and they meet regularly to discuss challenges, opportunities, best practices and progress. They also

continue to develop plans and supporting programs to align with the company’s D&l priorities. For example:

= As part of ConocoPhillips China’s 2019 inclusion program, all female employees attended a gathering with the
business unit (BU) president. During the half day activity, they discussed the challenges faced by women in

the workplace and developed recommendations for how to resolve those challenges.

«  Our U5, Lower 48 BU launched a monthly inclusion newsletter for supervisors that includes resources on
varying D&l topics and concepts to help leaders actively engage with their teams. This series kicked off with a
video featuring the BU president highlighting the important role leaders play in creating an inclusive

environment.

« In Qatar, a team of employees developed local action plans aligned with the company’s D&l priorities. The
team branded their efforts as WASL, which means connecting and respecting in Arabic, and focused on three

concepts: same but different, small tweaks and focusing on inclusive conversations.

In line with their priority to promote a more diverse workforce, ConocoPhillips enumerates numerous steps in concretizing
their commitment and how they confront and solve related challenges (see Diversity & Inclusion).

Workforce
Employees at Year-End 10,400 10,800 11,400 13,300 15,900
Employees - Women 26% 26% 26% % %
Top Leadership - Women 20% 19% 17% 17% 14%
All Leadership - Women 24% 22% % M1% 20%
Junier Leadership - Women 25% 23% 2% 1% 21%
Professional - Women 28% 28% 27% 28% 2%
Men-U. 5. Employees 45% 49% 48% 49% S0%
Mon-UJ. 5. Top Leadership 3% 4% 0% 33% 3%
Neon-U.S. Junior Leadership S0% 57% 53% 55% 57%
All Non-U_S. Leadership 47% 52% 49% 81% 52%

Additional Workforce Statistics (U.S.)
Employees - Minorities 24% 24% 23% 23% 23%
Top Leadership - Minorities 13% 1M1% 10% 10% B%
All Leadership - Minorities 19% 18% 17% 16% 16%
Junior Leadership - Minorities 21% 20% 19% 18% 18%
Professional - Minerities 24% 23% 23% 2% 2%

ConocoPhillips discloses their progress in workforce diversity through their yearly metrics. The percentages shown from right
to left disclose their workforce composition from 2015 to 2019, respectively (see ConocoPhillips 2019 Performance by Year).
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https://static.conocophillips.com/files/pages/conocophillips-2019-performance-by-year-5.pdf
https://www.conocophillips.com/about-us/people/diversity-inclusion/

CVS Health

2019
Corporate
Social
Responsibility
Report

Goal 5: Gender Equality

As a foundation of gender equality, our
representation of female colleagues

at every level of our business, including
senior management, is improving
every year. At the manager level, cur
employees are nearly evenly split,

with 52 percent women. In addition,

36 percent of individuals at vice
president and above are women. Our

YCVsS
Hedalth.

In support of the United Nations Sustainable Development Goals, one of CVS Health’s goals is gender diversity. Gender
representation in their workforce is improving every year, with 52% of manager roles filled by women (see 2019 Corporate

Social Responsibility Report).

Board Diversity

Diversity of background and experience make
our Board of Directors strong. Following our
Annual Meeting of Stockholders in May 2020
our Board will consist of 13 members, with 31
percent women and 69 percent men. Board
members of diverse ethnicities will comprise
31 percent of total Board membership.

Following their annual meeting in May 2020, CVS Health’s board now consists of 31% women, and the entire board is 31%

ethnically diverse.
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https://cvshealth.com/sites/default/files/2019-csr-report.pdf
https://cvshealth.com/sites/default/files/2019-csr-report.pdf

2019
Corporate
Socll::i
Responsibility
Report
Appendix

YCVsS
Health.

Inthe 2019 Corporate Social Responsibility Report Appendix, CVS Health also discloses in detail their workforce diversity by
type, age, employment, and role.
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https://cvshealth.com/sites/default/files/2019-csr-report-appendix.pdf

CER Material Topics

Diversity Data

Workforce Diversity Data
Ethnicity by Employment Level

Vice President and Above + Ethnicity
Tatal Employes Count, Vice President and Above: 448 as of 12/31/2019

Cata  Zero Tolerance Summary  GRI Indax  UN Global Compact Index

2019 2018* 2017
13% 15%
Diverse Diverse
86% 85%
White ‘White
1% 1%
Unspecified Unspecified Unspecified
Manager Level and Above + Ethnicity
Tatal Employes Count, Manager Level and Above: 34,680 as of 12/31/2019
2019 2018 2017
31% 33%
Diverse Diverse
68% 66%
White ‘White
1% 1%
Unspecified Unspecified Unspecified
*Total does not add up to 100 due to rounding
R VR R NGO e D ) CEa U L
Workforce Diversity Data
Gender and Ethnicity by Role in 2018
Hursos Pharmacists Technicians
+ Gander + Gandiar® *
pa% eo% o
6% aT% 19%
P Mak [T
>1% >1% >1%
Urepaciind Urepaciiad
28% 41% 48%
Diverse Giverse: Diveree
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Workforce Diversity Data
Gender and Ethnicity by Role in 2019
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Forms o
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Eli Lilly and Company

ELI LILLY AND COMPANY

2019 UNGC

Communication
on Progress

Named by Forbes as one of the Best Employers for Diversity, Eli Lilly has continuously been striving for a more diverse
workforce for several years. These efforts are rewarded by the increase in the percentage of women (globally) and racial/
ethnic minorities and other non-majority members (in the United States) in management from 41% to 45% and 18% to 24%,
respectively, from 2015 to 2019 (see ).

Turning Understanding and Empathy Into Action

are improving our cetture. In
or last year on key quest

Specific D&I Activities Him Ao g hlig

and Results Measuring Pregress on D&l

Hulldieg a more incly

a Core comgonant of fow wa 00 busis are
eany axamples that ihis werk s making a real Sfkance

gqroups |38 percem]
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https://assets.ctfassets.net/srys4ukjcerm/1NNksnwvNZGqMMXOO4wcsl/3754b6ecf7ddf7b140ef2b8744fff7c5/United_Nations_Global_Compact_Communication_on_Progress_Report.pdf

Understanding and Supporting Diverse Employees

*  We continued our Employes Journay research and

analys|

1o understand the diverse expariences of

pur amiployess, with a facus in 2007 and 2020 an the
experiences of LGETO emplayees in the United States
and tha UK

+  Weintraduced Expl
frar
talent

¥o
wk of taals and res
prams and p
ensures broader access and greatar IFANsparency
abaul career develapment and advancament

ammilled ta supparting emgl < wha wark

izabilities around the world. In 201%,

a glabal il that s
far has forused its efforts on accessibility. We now
hawe i rees and defailed action plans in priarity

areas sui
informa
intermal com
wio < mo

e, leaming and developmi
and digital solutians, and making
ns and externally facir ]
ble

+  Inrespense te insights from cur Employee Jaurney
resaarch, we devalopad Make it Safe to Ve,
an education and awareness pragram created
to halp build cultural literacy and understanding

about conditians needed for employees to feel
psychologically safe at work. We emphasize that all

peaple, whether fram majerity or minarity groups,
can fully share their diverss ideas, experiences,

Kknowledge and Insights only when they feel sate

From |

) leadars

and sterectypes. Mora than 2,0
globally have participated in required live training,
using real - life scanarios, ta gain graater awaraness
of haw uneenscious bias and micreaggressicas

can harm team «

hasmwvaness and hurt amplayes

engagement. The training also focuses an how
leaders should address such situationg when they
arisa at work. In late 2019, we alse launched online
Make it Safe to Thrive training that i required for all
employess, We continue to offer resources related to

this program to ensure confinued focus.

‘We cantinue o offer a con
at Lilly, dew

Chis inclusion program
ed Lo help emploge
OVEICome 1scious biases, This program Is
insitructir-lod al Mate than
3,000 people have partic I|]'al‘d aver the |J.'s§-l several

e

ity and

ailabli- an regu

W
develpprment prograr

introd sadership

Emerge is a pragram in its third year, designed
lop rinority talent at Lilly. The
thrae-day pragram, led by CED David Ricks,

cormnbines relationship-bullding and lesderahip
development featuring case studies of tough
decisions from Ricks own career. Mantioned
in an article abaut Lilly in The Wall Street

i i, Emerge focuses on top talent from
diverse backgrounds, First-yaar participants in

2018 wiere Atrican American wemer i

12020

ar three participants
include a mix af men and wamen from sevaral

rinority groups.

| addition, we have a number of leadership
devalopment programs for various

wals of

leaders, and all of th ncliide significant

participation from ming group members

Mentorship, Sponsorship and Fostering Employee Connections

+  Sehior leaders have long sponsored empls

at Lilly. In 2019, we expanded focus on a sponsorship initiative that reguires s

careers of di

e emgloye

e wha have the aspiration and abil

s with higher patential. The number of farmal span

y 1o bacame luture business laadars
s to guide and support the
50 1o about 125

ior executi

s grew from urs

o In 2019, we unvailed a na
wifio are different from the

initiativa, Ask Me Abour My Journey, whare employecs are ancouraged toe sit down with peers
salves 10 learn abaut one anathears lives snd caraer journeys, We provide conversatien

starters, and the rest is up to them

Eli Lilly and Company conducted in-depth employee research on women and racial/ethnic minorities they call “Employee

Journeys” to better understand their experience and formulate appropriate policies based on these insights.

U.S. WORKFORCE ETHNIC DIVERSITY
a5 of year-end 2017

ASIAN

AFRICAN AMERICAN LATINX OTHER

MANAGEMENT POSITIONS

® £5%

GLOBAL WORK

Eli Lilly presents the overall percentage of racial/ethnic minority and women in their company and breaks down each

percentage further according to position.
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Facebook

As one of the biggest social media conglomerates in the world, Facebook sees the importance of having a diverse and inclusive
workforce to better serve their communities worldwide. Facebook’s main diversity and inclusion goal is to have 50% of its
workforce consist of women and ethnic minorities. In line with this, Facebook publishes their global gender diversity and U.S.
ethnic diversity workforce data annually.

We have made steady progress in increasing representation of women globally in technical, non-technical, and leadership roles, and have made some
progress on increasing the numbers of Black and Hispanic people in non-technical roles in the U.S. For example. since 2014, we have increased the number of
Black women at Facebook by a factor of 25 and the number of Black men by a factor of 10. We continue to focus on increasing the number of underrepresented
people in technical and leadership roles. We publish our global gender diversity and U.S. ethnie diversity workforce data annually, Our Diversity Report for 2019
provides additional background about our journey and the progress we are making, and is available at hutps:Vabouwt fb.com/news 201 907201 9-diversity-report/.

To support our goals of diversifying our workforce, we globally rolled out our Diverse Slate Approach, which ensures that teams and hiring managers

have the opportunity to consider qualified underrepresented people for open roles. We have seen steady increases in hiring rates for underrepresented people since
we started testing this approach in 2015,

In their 2020 Proxy Statement, Facebook mentions that they have implemented the Diverse Slate Approach in order to
further diversify their workforce.

Facebook 2018/19 results

Mean Median
Pay Gap Hourly Pay - Mear Hourly Pay
between 5.09% | +0.25 | 12.39 | 0-4% '
Men and : L | e menene el B
Women
Bonus Pay - Mean Bonus Pay - Median
443% | 0| 38.8%

Pay Quartiles 2019 2018
Top Quartiles g Women ven g Women
(highest paid)| ! 70.8% i 29.2% ! 59.0% 31.09
u Middl =] S |
e ®762% R238% L776% B 224

iddl ;- . =
Lowervidde 2 69.0% $31.0% L749% 825
Bottom Quartiles f y y
ponom Quatties @ s3.8% B a62% ¥ 534% B 466
Proportion e
of employees . 4 94.7% ® 91.7%
receIVIng +2.3% - GAP INCREASE +2.4% - GAP INCREASE
a bonus FROM 2018 FROM 2018

Facebook discloses a detailed report of their U.K. gender pay gap, acknowledging the fact that the pay gap remains due to
unequal representation.
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http://d18rn0p25nwr6d.cloudfront.net/CIK-0001326801/a5bdeea6-726a-409c-8b6d-5ff86863196d.pdf
https://investor.fb.com/Facebook-UK-Gender-Pay-Gap-Report--April-2019/
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On their website, Facebook has interactive charts showing their workforce diversity by race/ethnicity and gender in different
positions over the years.
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FedEx

FedEx is another company named by Forbes as “Best Employers for Diversity” in 2019. FedEx truly values diversity in its
workforce and sees it an asset in serving their customers around the world.

Dwersnty & Inclusion: Enterprlse Overview

Since the hu"" hing of Fed

comaTitted

trbutions .f each in
we imvest in polices and programs a0ross our work
that acknowledge people’s unique backgrounds, exper

COMT

Thiis document highlights a few o

I &y xestin 0 NiEtwes Owr work 5 ORCOeN], s are
covmimitted o being part of the sohdtion that ends systemic racism in our commanities

Workforce

Wi acthely invest in
we sanve. At FedEx, that diversity

a diverse team

ositions eachyear. We target
events at 16 historically

fairs at the

dents to caresr possibilities at
boamrmom meeting. The program is part of
pmpany's recrutment efforts to diversih Teship and entry-

e [a

HBCU Wn-rka{udyPrngram

t offers professions job
saﬂ'Ms-e'aa-";-.ﬁ ne. Through
< satelite office staffed oy

d gain experience whila in school
employment upon graduation

ﬁmm
was & person af color
in the US. m FY19

In a document entitled Diversity & Inclusion: Enterprise Overview, FedEx explains the benefits of workforce diversity in serving
their customers. They also feature a few highlights such as having a workforce composed of 29% Black/African American

and 16% Hispanic/Latin in 2019. In the U.S,, their management is also composed of 37% people of color. In addition, FedEx
highlights their strategy for recruiting underrepresented groups.
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Diversity Starts atthe Top

The FedEx Board of Directors includes
13 directors, four of whom are women
and three of whom are ethnically
diverse. Women represent 23%

of FedEx management employees
globally, while minorities comprise
37% of management employees in
the U.S.

Fed

See the Data Appendix for the
percentage of minorities in
management from FY17 to FY19
in the U.S.

In their 2020 Global Citizenship Report, FedEx cites data on gender and ethnic diversity in their board and management positions.
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General Motors

FAIMNABILITY REFD

GENERAL

MOTORS

CEOQ Mary Barra moved decisively to communicate GM's position to
our employees around the world. Her ge stated unequivocally

In the days following the homicide of George Floyd in Minneapolis, shock
and protests reverberated throughout the country and around the world.

Cenerol Motors Chairman and CFOMary Barma
speaking out against mckm and infustice at
ity Hal in Detrodt, Michigan.

OUR ASPIRATION:

BE THE MOST
INCLUSIVE COMPANY
IN THE WORLD

Barra also announced that by the end of second quarter 2020, she

GM's Intolerance of racism and injustice while also setting a bold
aspiration: fo be the most inclusive company in the world. “Let's stop
asking "why’ and start asking ‘what.” What are we going todo?”™

Spedfically, Barra reaffinmed GM's unwavering position on
the following:

*  We commit to inclusion — that means creating the conditions
where every single human who believes ininclusion is welcome
within ourwalls.

«  Weunequivocally condemn Intolerance — that means racism,
bigotry, discrimination and any other form of named or
unnamed hatred.

»  Westand up against injustice — that means taking the risk of
expressing an unpopular of polarizing point of view, because
complacency and complicity sit in the shadow of silence.

would o and chair an Inclusion Advisory Board of both
Internal and external leaders. The Board's inftial purpose will be to
consult with GM's Senior L eadership Team with the long-term goal
of inspiring the campany to be the most indusive in the world. She
concluded the message by reminding all that awareness leads 1o
dialogue._ dialogue leads o understanding... and understanding
leads to change.

It has never beenmore clear that what we at GMare doing to
advance equity and inclusion is not enough. The following pages
outline where we are now. We're not safisfied with the progress that
we have made, and we commit to being radically transparent about
thework that must be done intemnally, with our supply chain and
beyond, to become the most inclusive company in the worid. While
we are proud of the role we've played in expanding opportunities
for women in manufacturing and STEM-related fields, we will build
an thisand do the hard work required to expand equity and inchusion
for other underrepresented groups.

INCLUSION ADVISORY BOARD

|AB MEMBERS

Mary Barra; Chabrman and CEO, GM {Chvatr)
Tonya Allen: President and CEQ, The Skillman
Foundation

Dennis Archer, - CEO, lgnition Media Group and
President, Archer Corporate Service

phiy doot, GI

r Vi

Resources, GM

(Cralg Buchholz: Sentor Vice Prasident, Global
Communications, GW

Arden Hoffman: Chief People Officer, Crulse

Todd Ingersoll: President and CEQ, Ingersoll Auto

af Danbury, and GM Minortty Dealer Advisony
Coumcll Mernber

Gerald Johmson: Executive Vice President, Global
Manufacturing, GM

Teva MeGruder: Employee Resource Group At-Large
Memibes, GM

Mark Reuss: President, GM

Dhivya Surgadevara: Execulive Vice President and Chief
Financtal Officer, GM

Matt Tsten: Executive Vice President and Chief
Tachnology Oficer, GM

GUIDING PRINCIPLES OF THE IAB
oURWORDS
= We upin word.

arddress inequality.

= Wewillnotbe stent. We will leverage the voice of GM; dribute to th
condemning injustice and diving inclusion.

DURDEEDS

= O actons. W
for and acl quality education, health ca
other manginalized groups.

= We balieve our partners should reflect ourvalues. Thenefore, those who represent us, do business with usor
choose to alig st take d e same fevel of commitment.

OURCULTURE

= We will creale:

fio e, ted hires,

develop and promote.

- Wawdl . iplac that is safi, respactfud, freafrom &
anddelvers real and missurable outcomes.

disdoxguie

o advocate
opportunbies for blacks and

110

General Motors took a stand against racial inequality and injustice in the United States. GM’s CEO Mary Barra has spoken out

against racism and communicated their aspiration to “be the most inclusive company in the world.” And in order to walk the
talk and put their ideals into action, CEO Mary Barra announced that they will charter an Inclusion Advisory Board by the end
of the second quarter of this year. The board will be chaired by her (see 2019 Sustainability Report).
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https://www.gmsustainability.com/_pdf/resources-and-downloads/GM_2019_SR.pdf

GENERAL MOTORS 2019 SUSTAINABILITY REPOR

As We Seek to Become the Most Inclusive Company,
We Will Build on Our Track Record

1968
First minarity supplier program in the auto industry

19N
First Fortune 500 company to have an African
American director on its Board

1972
First minority dealer program in the auto industry

1972
First company to sign a letter of support for the
National Guard and Reserve

1973
Among the first 500 companies fo have an
African American Officer

1995
First automaker to run an LGBTO-specific ad

2001
First and only aute company to have a women's
dealer program

2005
First and only African American Vice President of
Global Design in the industry

2014
First female CEO in the auto industry

2016
First female Chalr in the auto industry

2018
First auto company to have both a female
CEO and CFO

2019
Signatory to the Business Coalition for the
Corporate Equality Act

First auto company with a board of directors made
up of 55% women

2019 NEW HIRES

(based on self-reporting by GM employees)

18,311

global total
1. Global minority hires?
2.U5. Only

6,768 213

women veterans?

120

people with disabilities?

111

GM prides itself on having “a strong track record of diversity by many objective standards.” However, the company admits that

there is much more to do.

P Diversity and Inclusion

An integral part of GM's mission to build a Workplace of Choice is creating an inclusive culture that welcomes
and celebrates diversity. Our path to innovation starts and ends with our employees, who are fundamental to
the vibrancy and success of our company. Everything we accomplish depends on their abilities and engagement.
This is why we have established employee development programs that address both individual and business
needs, as well as effective recruitment programs that reach out to diverse papulations. In particular, GM has long
been a global leader in advocating for women's equality in the workplace, with women in approximately 34
percent of our top management positions. GM is currently the only company amaong the Fortune 20 that has

both a fermale CEO and CFO.

In GM’s , they mention they are “currently the only company among the Fortune 20 that has both a

female CEO and CFO.”
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https://www.sec.gov/Archives/edgar/data/1467858/000119312520120812/d752756ddef14a1.pdf

Goldman Sachs

b

SUSTAINABLE: FINANGE

THE IMPERATIVE AND THE OPPORTUNITY

Gakiman Sacks 2073 Sustainadiley Begon

METRICS

KEY METRICS AND INDICATORS

Below we provide an overview of selected key metrics. For a complete list of our sustainability-related resources
and disclosures, please visit our Resource Guide.

Goldman Sachs U.S. Workforce Demographics*®

Native
American Hawaiian
Black or Indian/ or Other
African Alaskan  Hispanicor Two or More Pacific
White Asian American Native Latinx Races Islander Females
Exec/Sr. Dfficials & Managers 77.3% 14.5% 27% 0.1% 44% 1.0% 0.0% 23.4%
Dfficials & Managers 55.9% 337% 44% 0.1% 48% 1.1% 0.0% 286%
Professionals 53.1% 28.7% 58% 0.1% 9.8% 23% 0.2% 396%
All Others 57.5% B2% 15.9% 0.1% 15.4% 25% 0.4% 53.9%
Total 55.6% 256% B.6% 0.1% 96% 21% 0.2% 39.8%
Sourca: Data anticipated 1o be filed in Geldman Sachs’ 2019 EED-1 repoet. “All Othel cambination af the following EEQ-1 job categaries: technicians, sales workers, administrative suppart, craft workers
|skilled), aperatives {semi-skilled], labarers & helpers and sarvica workers. Date as /2018 (LS only)
*Workfarea pool excludes employees fram Ayca and PFE Advisars/United Capital acquisitions.
Goldman Sachs discloses figures of workforce demographics in their most recent , which shows

percentage representation of females and other race/ethnicity. It is mentioned that data is anticipated to be filed in the
company’s 2019 EEO-1 Report.
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https://www.goldmansachs.com/what-we-do/sustainable-finance/documents/reports/2019-sustainability-report.pdf

INCREASED FOCUS ON
BOARD DIVERSITY

Underscoring our conviction that diverse perspectives can have

a strong impact on company performance, we have prioritized board
diversity in our stewardship efforts. During the 2019 proxy season,
GSAM voted against 312 directors at 214 companies for lacking at

least one woman on the board. In November 2019, GSAM contacted
approximately 50 companies in situations where votes were cast
against board members for lack of female representation. Through these
engagements, we sought information on each company’s approach to
recruiting diverse talent and the potential barriers to such recruitment.

As an additional example of these efforts, GSAM made engagement

on board diversity a key feature in repositioning an $11 billion European
money market fund under its management. The fund, which also employs
an ESG alignment approach across various factors, has a dedicated
engagement focus with respect to board diversity. To encourage diversity,
the GSAM Stewardship Team assesses, engages and tracks progress in
portfolio companies with an underrepresentation of women on the board.

The sustainability report also features Goldman Sachs’ focus on board diversity, where they disclose that during the 2019
proxy season, Goldman Sachs Asset Management (GSAM) “voted against 312 directors at 214 companies for lacking at least
one woman on the board.”

Dwwersity and Inclusion as Strotegio Imperatives

Advancing dvarsiny and inclusion 13 & persenal prarity of mina, particularly when it comas 1o leadership ilas seross sur
szgs The reasens ane Smple: it makes senss for our Dusiness, and it is tha right thing to do. Moreover. our
obente expest 1, @ndour seople damand it. | know oo sherencldars feal simitedy, and | 8m onviroed we asn di better

Whiks-there ismore for us o do aeg firm, we are proud Tthat
et diverss incoming anatyst class from COMMPLEEE anour = — 48 parcend women and 83 percant ethnically
diverae. Angl we promotad our most diverss tless of managi B BV, wilh & record 28 pertent women. We siso
announoeda new practice giobally- 1o interview twe dvarse, qualfied candidazas for each open rols at the level of wae
gresident and fugher, 1o advance diversity mom rapidly among awr mid- and senioslevel ks, Frally, we mrodaced
what is now the industry’s leeding paremtal and family lsave policy, to help =nsure that employess can baild = family and
pursue their professional ambitions. § am haldng Ty partners sctountable o deliver orogress in those arees of the firm
wharathay have oversght

1 2019 wa made soma Imoeneat stides. e hisad our

At the sams time thet we ars focusing on mproving the state of our oven frm's dversiy and minforong &0 nousve
anvironment, we are alsa thinkng ortcaly about our role as & steward of the giobal capital marksts. and how we can
meke meanivaful progress on this issue through oar 1 FtEractions,

| reeantly anneuncad nns way for U8 1o do just tat Starming this summet, we will only urdarerits inmal pablis offerings
for comperies dormiciled in Western Eirope and the UL 5. that heve af lezst one diverse board memosr. Ard come 2021
the figura will riss to twa

e did tig, first snd foremest, because we belowe this = 1he Dast possitle edvice we could provide our clisnts fooking
0 go public. In addion, the banedits will D2 long-iestng, end accrue to &l of us

In Goldman Sachs’ 2019 Annual Report, the company’s Chairman and CEO shares that they hired 49% women and 63%
ethnically diverse analysts from campuses around the world.

eople and Culture

Focusing on retention

Programs such as our Bleck Analyat and Associets nitetive, the Hispanic/Lating Anabyst Initlative and the Women's
Caraar Stratagies Initiative arg axamples of the firm’s efforts to support the advancamant and retantien of divarse

talent. Divarsity committess and govarnanca councils exist in every region to help ansurs top-down support of our

afforts while also driving accountability for important peopls processss and decisions.

One of Goldman Sachs’ strategies to advance and retain their diverse talent is through specific programs to support
employees who are women and people of color (see Pcople and Culture).
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1lance Lnarter @

As a global firm, the advancement of women in the workplace is top of mind for us. As one of the initial steps toward
our goals, in 2018 wae signed tha UK Women in Finance Chartar. We ara committad to ansuring that woman reprasant

at least 30 percent of our senior talent (vice president and abovel by 2023,

We are focused on increasing the representation of women at senior levels as this is where the real imbalance lies. It
requiras attention at the sarliest stages of recruitment to attract mors women to financial services roles and ensura
they receive the development opportunities as they progress through their career. It is vital that we have a diverse
group of peopla, including women, whe bring a broad range of experiences, capabilities and perspectives to our

organization — it just makes good business sense

Although progress is being made, we acknowledge that more needs to be done. We will continue to hold ourselves
accountabla for fostaring a working environment in which all individuals can achieva their full potantial and advance

to the most senior levels of the firm

Qur participation in the UKWomen in Finance Charter is one part of this commitment.

Goldman Sachs is focused on having more women at senior levels. The company identifies that “this is where the real
imbalance lies.” The company signed the UK Women in Finance Charter in 2018, as they commit to ensure that at least 30%
of their senior talent (vice president and above) are filled by women by 2023.

Making Progress Towards

Racial Equity

s Gl Sacks, we b

We've created the i achs f ty to support the
vital work of leading organizations addressing racial injustice, structura
inequity and economic disparity. In addition to donating $10 million dollars,
the company will match employee contributions to recipient erganizations
dollar for dollar, and donations $25 and under will be matched three to

Thea 510 million Fund for Racial Equity builds upon more than $200 million Goldman Sachs
has granted over the last decade to organizations serving communities of color, Most
recently, as part of the Goldman Sachs COVID-19 Relief Fund, the firm deployed $17 million
to organizations supporting ralief efforts in communities of color.

The company has created the Goldman Sachs Fund for Racial Equity to assist organizations addressing racial injustice,
structural inequity and economic disparity. The company donated $10 million and will also match employee contributions (see

)
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2019 Goldman Sachs UK Gender
Pay Gap Report

Memorandum from Richard Gnodde, CEO of Goldman Sachs International, to Goldman

Sachs Employees

27 March 2020

Today | am sharing with you our UK gender pay gap data for 2019. This year's results are
similar to the numbers we've reported in prior years.

The UK government announced on Tuesday, 24 March, that due to the ongoing Coronavirus
outbreak, the enforcement of the gender pay gap deadline for this reporting year is
suspended. However, we feel it is important to continue to share our data in the interest of
both transparency and of our commitment to driving gender diversity in the workplace.

Goldman Sachs also published their which, according to Richard Gnodde,
CEO of Goldman Sachs International, has results similar to those reported in prior years.

Charts

Hourly Pay and Bonus Pay

The information below shows our mean and median gender pay gap and bonus gap for our
two UK group entities Goldman Sachs International (GSI) and Goldman Sachs (UK} SVC.
Limited (GSUL) as at the snapshot date (i.e. 5 April 2019 (pay} and in the 12 month reference
period to 5 April 2019 (bonus)).

Mean Median Mean Median
Hourly Pay 53.2% 34.4% 17.8% 19.6%
Bonus Pay 67.5% 70.1% 38.9% 33.9%

The report shows gender pay gaps, proportion in receiving a bonus by gender, and proportion of women and men at each
hourly pay quartile.
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Intel is clearly focused on promoting diversity and inclusion, and is transparent in disclosing the diversity of the board of
directors and the figures of their diverse workforce.
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INTEL 2017 AND 2018
EED-1PAY DISCLOSURE

M

HHEEAEE

Intel advanced their transparency in disclosing pay and representation of their diverse workforce by publicly releasing their
2017 and 2018 EEO-1 survey pay data mandated by the U.S. Equal Employment Opportunity Commission, becoming the first
company to publicly release this information.
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a

Advance Diversity in Our Global

Workforce

40%, double the number of women and
underrepresented minorities in senior leadership,
and ensure that inclusive leadership practices

and accountability are embedded in our culture

globally,

Learn more about Intel’
inclusion actions»

20410

k

Drive Industry-Wide Action

Through a New Global Inclusion
We will increase women in technical roles to Index

We will work with other companies to create a
Global Inclusion Index to align on common
definitions and metrics to accelerate the
adoption of inclusive business practices and track

REFPO

. ATINTEL

intelcam)responsibility

‘We have taken actions 1o deeply Integrate diversity and
inclusion expectations into our culture, performance
management systems. leadership expactations, and
annual bonus metrics. We achieved our 2020 goal of
reaching full representation’ of women and underrepre-
sented minorities (URME) in our LS. workforce two years
ahead of schedule. In January 2019, we also announced
that we achieved 100% gender pay equity globally

by cinsing the gap in average pay between employees
af different genders in the same or similar roles (after
accounting for legitimate business factors that can
explain differences, such as performance, tme at grade
level, and tenure}*

Our work in 2019 included continued support of six
Historically Black Colleges and Universities [HBCUS),
creation of a new pipeling program with the American
Indian Science and Engineering Society, launch af an
accessibility overview course for employees, and expan-
sion of our supplier diversity and inclusion program. We
alsa continued to advance transparency in our pay and
representation by publicly releasing our 2017 and 2018
EEC-1 survey pay data mandated by the LLS. Equal

= represent

FEMALE

REPRESENTATION 26.4*
GROWTH

Diversity and incl

STRATEGY AND MANAGEMENT APPROACH

Supply Chain

Employment Dppartunity Commission, becsming the
first company to publicly release this information. See

our most recent 4 1=poet fod more details about
our work and progress toward global inclusion at intel

Looking ahead, we will continue our work to increase
the number of women and underrepresented minorities
In senior leadership redes and ensure that inclusive
leadership practices are further embedded inte our
culture. We are also taking steps to drive full inclusion
and accessibility across the technology industry, and
espand the pipeline of talent for our industry through
innovative global education initiatives and science,
technology, engineering. and math (STEM) programs

for girls and underrepresented minarities.

Finally, we remain committed to further sdvancing
inclusion and accessibility for the millions of peaple
In BUF communitias who Cumantly do ot have the
technalogy skills or access to the resources nesdad
to participate in our digital econamy

our

HISPANIC

100
v214% 4216

ORPORATE

- RESPONSIBILY

L]
-

AFRICAN AMERICAN

4.9%
+40.0"

NATIVE AMERICAN

Intel is also very vocal about increasing representation of women and underrepresented minorities in technical and leadership

positions. They will work with other companies to create a Global Inclusion Index to align on common definitions and metrics

to accelerate the adoption of inclusive business practices and track progress.
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JPMorgan Chase & Co.

A DIVERSE AND INCLUSIVE COMPANY IS A STRONGER COMPANY

While the health crisis we are facing supersedes all ather topics in this year’s lettes, the subject of
diversity and inclusion is such an important one that I feel compelled to include it As a firm, we have
an unwavering commitment to integrity, faimess and responsibility. That's why any instances of racist
behavior and discrimination are so deeply unsettling.

Recently, Daniel Pinto and Gordon Smith, our Co-Presidents and Chief Operating Officers, sent 2 note to
employees about steps we're 1aking to ensure our values reach all comers of our company.

Dear colleagues,
mmmmmmm-— may of a of your day on
spread of the While this i 3 top priority for il of 15 we want 1o make sure you know we

mummmmmmmmmmmmmmmmmm
than ever, we need the best of everpone because oy together mill we 2ot thioush these unprecedented tmes.

As you know. after the medis d on alleged. ion in our firm last year. lamie asked Gordon o lead an internal
mmulnamm:mnmmmm—mumammﬁmmenmdﬂmm
out racism and discrimination anywhere it exists,

Challenging our people to be dear-eyed and open o change. we tasked many of our senior leaders from aorods the firm, from
multsple nes of Business poiscieg, famwige, are
fair for T bee clear. we are looking firm and at everything we do.

As a result. we've identified 3 number of areas that. with enhanted, scaled of new programming of processes. would serve to
improve cur Culture in iIMportant ways. For exampie, we facused of employes 3nd CUSIDMSY COMPLINS ~ SXAMINNG COMMon
themes_ where they originated and where opportunily exists 10 mgrove.

We also looked 3t how employee discretion may afled product accessibility across lines of business. We found opportunities
o increase awareness about the firm's Diversity & Inclusion strategy. and we identified a need 10 expand our diversily
recruitment efforts to help us hire more diverse talent_ and Lo implement mandatory firmwide training.

‘While This work & ongoing. here are five initial areas where work < now underway, inchuting:

feadback
process

e are looking hard 31 how we treat an employee complaint when i £omes in. We are aiready working 1o Smpiify escatation

channels so employees are dlear on where to ssbmit complaints, in addition 1o further building aut our capabilities atros. focuced specifically on increaced hifing. retention and o talent f the blark Over the past
complaints to better understand the full stope of the individual™s experience. Feedback sugpests that employees are not four years, we have increzsed the number of black professionals in our mest senior ranks. with the number of Mack managing
atways clear on where 1o submit complaints, <0 we are working 1o identify where improvements are needed. directons and execulive directons up by more than 50 percent.
g fo repart of discrimination. o In addition. we speciziired more tarpeted outresch to secruit diverse talent
these and reporti in an effort y one of us feels sale and confident W will expand on our (rogram to hold hiving managers and reroiters & the highest levels of the company sccountable for
ientifying and repor ting inappropriate behavior. hiring 2 diverse sroup of professionals.
Making it easier for products Machusion Traisiag
We regularly review the products and services we offer 1o cutomer s, and we afe looking for ways 1o boost customer GRS e e -t iochativs beh amonga o leaders, S P
connectivity acrass our full spectrum of consumer products. To start, we re focusing on: . A " £y
requiring diversity and inchrsion training for ail employees at variows points theoughout an employes lifecyrle, intuding a1 the
+ Enhancng ease of navigating and guiing customens moush our full range of products and services available atros i of hire. and fter. We expect fullill these i
our entire branch network: and
Mn’emdmwnammmumr&nmmmmmmwndl
* Re ing the i for new product featives and benefits. make al the time of i 3 people-manager role, 3nd 2t the Bime of promotion
We wil imErove product th o mawmmnmmmwmhmmmmnwnmmd

the orpanization, ncluding progranms ke Joumey 10 Inclusive Teams™ 3nd the required unfonStious bis traiming for braneh
managers. We will continue to enhiance and embed this reguired training throughout the managers carest.

olseline of

Autracting the best takent can only be achisved through 3 dedirated lorut on ichuave feCruling. 50 we 312 Tetommlling We: know that it is essential for managers to be inclusive leaders and we will focus on helping them recopnize ways they can be
ourselves to this effort. We have made progress in this area. with programs such 25 Advancing Black Leaders, 3 program intentional about inchrsion a5 they recru, hire, retan and develop Gerse Lalenl.
¥ partner

e ara fully committed 1o 3 fair, equitable and inClrtive COMBSNTY f0f DUl CUSIMErt. Ouf SMpIoYEet, our Rarthers and oor
suppliers. This & part of every manager’s job. and they will be held accountable.

The diversily of the businesses we partner with acioss the firm i st & important 25 our employee diversity = from the small
businecses tn which we provide acce<s to capital, to our ssst managers, 10 our suppliers and to the companies we egist in
Brmgng putic.

We intend 10 Increace diverse representation Ihiough SBCtural pIOCEES IMprovements in how we select partners and build
our pipeline.

The firm will al<o continue 10 wse dats and research to further inform the develooment of produdts. services, emplovee
programs and communly investments that help address racial deparities in wealth buiding.

This all poes to <3y our work described above K ive of gur deep and & onpoing. 11 & not 3 “one

and done” event. We will remain steadfact, continue 1o work aow 3nd in the future, and remain ever-vigilant in our effort to
maintain 3 culfure where racism cannot ive or thrive. Over the next 30 days, sach businecs wil review their curment sirategies
and contribute 3 plan 1o bring this 10 life and each usinecs will be held acrountatle

Lot 15 sy again, we are 3l the keepers of o thist ours is one where nd
customens are and fairty, and where 3 of us recsive TESpRCt ine diserve.

W - J’L»—"//

1 can assure you, it did not take one particular story to make us realize that a diverse and indusive culture
is important.

We know that too many people are being left behind — parti in the black ity. The Civil War
ended more than 150 years ago, and we still have not come even close to parity. We need to do more as 2
nation, and we have maore 10 do as a firm.

The Co-Presidents and COO’s of JPMorgan Chase publicly released a letter, which can be found in their 2019 Annual Report,
detailing how the company is working on certain areas to keep a culture “where all employees and customers are treated
equally and fairly.” JPMorgan Chase is looking into hiring more diverse talent and instituting required diversity and inclusion
training for all employees within the company.

In terms of recruitment, the company discloses: “Over the past four years, we have increased the number of black
professionals in our most senior ranks, with the number of black managing directors and executive directors up by more than
50 percent”
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Attract, develop and retain the best
talent for today and the future,
harnessing the power of diversity

Our talent sets us apart, and we
work to attract and retain the best,
diverse talent for today and tomor-
row. Our team must represent and
reflect the diverse customers we
serve every day. We are proud that
more than 57% of our employees in
Consumer & Community Banking
are female and more than half of our
U.S. employees identify as a minor-
ity. The roles with the highest
minority representation are dispro-
portionately our customer-facing,
front-line roles rather than executive
management. We are mindful of this
imbalance and are working tirelessly
to correct it.

Representation is only part of the
equation when it comes to attracting
and retaining world-class talent. We
are focused on driving inclusiveness
and reinforcing the fact that we all
are responsible for keeping a culture
where everyone is respected and
valued for who they are and what
they contribute.

JP Morgan Chase acknowledges that most of their minority employees are in the customer-facing, front-line positions and
that their executive management roles lack diversity. They are striving to increase diversity in executive roles in the future.
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JPMORGAN CHASE & CO.
Workforce Composition Disclosure

F ~— 1
Global Overview U.S. Overview*
Board of Directors
82% (- 2% Vs 2013; 18% (+2% 2018) 82% {-2% vs. 2018) 18% (+2% vs. 2018)
Women .S White u.S. Ethnilc

Operating Committee Operating Committee

[ ]
50% (- 5% w5, 2018) 50% (+5% vs. 2018) 92% (+1% vs. 2018) 8% (-1% ws. 2018)
Women U.B. White U.8. Ethnic
Executive Team

® ®
T 75% (-1% vs. 2018) * 25% (+1% vs. 2018) 81% (2% vs, 2018} 02  19% (+1%vs 2018)
Men

Women US White @ U.S. Ethnic
Campus & Internship Class Campus & Internship Class
[ ]
58% (=2018) 42% (=2018) 45% {-7% vs. 2018) 55% (+7 vs. 2018)
Men Women U.8 White U.8. Ethnic
Total Global Workforce

&
51% (=2018) 49% (=2018) 49% (-1% vs. 2018) 51% (+ 1 vs. 2018)
Men VWomen U.S. White U.5. Ethnic

U.S. EEOC Deep-Dive

Total Workforce Exec./Sr. Lvi Mid-Lvl Managers Professionals All Other
2019 2018 2019 2018 2018 2018 2019 2018 2019 2018
161,810 165,206 36,322 36,017 77,628 80,300
U.S. White 81%  82% 5A% 558
Z| US. Ethnic 19%  18% 46% 45%
o] s Asian 16% 15% 9% 6% 21% 20% 22% 22%
£| Us Black 13% 13% 4% 4% 8% 8% 11% 11%
ol y.s Hispanic 20% 20% 5% 5% 10% 10% 1% 10%
U.5. Other 2% 29 19 1% 2% 2% 2% 2%
=-=| U.8. Women 53% 53% 27%  26% 42% 42% 45% 45% 63% 64%
@l US Men 7% 47% 3%  74% 58% 58% 55% 55% 37% 36%
U.S. LGBT+ 3% + 2% = 3% * 3% e 2% 5
U.S. Risabled 45% - 2% - 4% - 496 - 4% -
U.S. Military 3% : 2% ¢ 3% ‘ 4% . 2% -

* Ethnicity data is as of December 31, 2019 - for the U.S. only - because tracking ethnicity outside of the U.S. is limifed.
However, Equal Employment Opportunity Commission (EEQC) data is as of October 15, 2019 - and since 2010, has been

shared publicly.

JPMorgan Chase’s disclosure of their U.S. and global workforce composition can be found here. They present the
demographics of their workforce according to gender and ethnicity.
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Mastercard

Corporate Sust

Mastercard begins their people and culture discussion by boldly touching on their stand on racism in their 2019 Corporate
Sustainability Report, which prompted them to launch In Solidarity, their long-term initiative aiming to foster inclusion

and equality.

go

‘epart 201%

Taking a stand,
driving change

At Mostercard, we embrace
diversity and inclusiveness and
create o sense of belonging becouse
we know it's what maokes us better
as colleagues, as a company and as
citizens of the world.

We hawve written in this repart
and in other farums about our
commitment to decency. Decancy sits
at the core of all we do, working hard
o ensure that we treot oll people of all
bockgrounds, cultures and perspectives
fairly, providing an equal opportunity to
grow and advance their carears.

We speak boldly ond loudly about
our beliefs and the chonges thot we
see need to be made. These have
included immigration, gender equity,
LGHTO+ suppart and, more recently, o
call against racism, Bacism is against
everything we stand for o5 a comparty,
as.a community and as individuals wha
strive to lve peocefully and jayfully:

W will continue to lead an these
couses, using our waice to raise
awareness and advance salutions,
while taking cotion curselves. This
is how we hove approcched many
issues, focusing on the oreas where
wie can have impact — first within
aur own walls and for our employees,
follwed closely by baw we aparoach
our business and our partnerships
and programs to support the broader
community (or economy),

This spring, we made clear our
belief that racism s against everything
we stand far as a company, asa
community, as individuals. That = wiy
we lounched In Salidarity, o comparny-
wide, long-term initiative thot activates
the full breadth of our compony's
resources to odvance inclusion and
equality, The nitial focus will be on
Block comemunities in the United States
and will expend to other geogrophies.
to oddress the unique local needs
and combat all forms of racism and
discrimination argund the globe,
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GENDER REPRESENTATION
GLOBAL WORKFORCE, ALL LEVELS

0
ﬂ 399

Women in the
glebal werkforce

@\o ETHNIC BACKGROUND Q;g,,oh ETHNIC BACKGROUND
/N u.S. WORKFORCE, ALL LEVELS P

Asian

Black or African American

Hispanic or Latino

All other people of color

White

o A \
61% 33%,
4—F\ H

Men in the
global workforce

Women in global
senior management

GENDER REPRESENTATION
GLOBAL SENIOR MANAGEMENT

(o]
AN BE7%
T

Men in global
senjor manogement

U.5. WORKFORCE, SENIOR MANAGEMENT

20.6% Asion
5.5%

8.3%
2.0%
60.6% White

Hispanic or Latino

All other people of color

Block or African American

14.8%
4.2%

11.2%
1.8%
67.4%

Warren, e and ethiiity tetals do nat inchde unloewn, Denaminatens include uolaown. Seres manogemant & define aa Viee Prasideat and abeve

TOTAL UNIVERSITY HIRES

o

Ay

42%

<
AUR 61%

of global 9\

university hires
were women

58%

of U.S. university ??9
hires were people o,
of color “LDU\ 39 i

Dur Peopis ond Cuture

of global
university hires
were men

of U.S. university
hires were white

56

Trends in Investor Communications



2019 BY THE NUMBERS

HIRING ALL SENIOR
LEVELS MGMT*

@]
2 ; 40% 33%
Global hires

who were women

0
AN 60%, 67%
Global hires

who were men

Q [+]
/1_'\ o
Ug 45% 42%

&

U.S. hires who
were people of color

o ;Er o
ANSAN 55% 58%

U.5. hires who
were white

&

*Senior management is defined os Vice President and above.

The scope of information Mastercard discloses regarding their workforce diversity is broad, showing data on gender
representation and ethnic background for all levels and for senior management. They also show data on hiring.

As Mastercard states, “[a]s of September 1, 2019, women represented nearly 40% of our global workforce and 32% of our

senior management roles. In the U.S,, racial and ethnic minorities represented 37% of our workforce and 33% of our senior
management.”

Mastercard is also invested in developing female leaders and improving their representation at senior levels.
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Pay equity

We embrace practices designed to
ensure that our people receive equal
pay for equal work, and we offer
employees multiple channels for raising
pay-disparity concerns, including our
Ethics Helpline, Employee Relations
team and the Law Department.

Women Men
$ 1.000 $ 1.000

As of Sept. 1, 2019, our assessment
and validation process found women
at our company earn $1.000 for every
$1.000 men earn, based on our latest
analysis of employees at the same level,
doing the same role. The median pay for
women globally is 92.2% of the median
pay for men, as of March 1, 2020.

adt
People of Color $ O $ White
$ 1.006 $ 1.000

In the U.S., Mastercard employees
of color earned $1.006 for every
$1.000 white employees earned, as
of March 1, 2020. The median pay for
people of color is 93.0% of the median
pay for white employees in the US,,
as of March 1, 2020. Our aim is parity
across all measures.

Mastercard is also committed to the principle of equal pay for equal work.

Brard of Directars 2020 Promy Statement 405, 405-1
Wamen bre s T 1 &05, 405-1

ESG DATA TABLE

DESCRIPTION

Governance
Meh 3% TI% TN 405, 4D5-1
Diverse backgroonds 5% 53% 4% 405, 405-1

Monogement committes 2020 Promy Statement 408, #05-1
Waman 0% 4085, 405-1
Men BO% 405, 4D5-1
Mon-LLS. dtizens 4% 405, 405-1
Internotionally based 4% 408, 4051
ferage age 53 &05, §05-1
Millenniok or boby-boomers 0% 405, #05-1
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ESG DATA TABLE

Sacial
Tatal smployeen 18,400 14,100 13,400 100-7, 102-8, 405, &05-1 TC-51-3300:3
Ernployens by gander (giebail
Frmale % 395 9%
P &% a1 1%
Sersnr management by e (giobaly
Furmale 3% 1% El
Hecim & AT o

Ernplupuas by uthsisity [ULS]

Auder 6% 199 179%
Black or African dAmaricen 554 5.6% 5.4%
Hispanic e Lating BI% E-EL Ba%
All o propbe of colar 0% 1% 16%
wr S0 i 6 H5.0%
Sanior mandgement by etheecity (WS}
Asion 1e.8% 151% 131%
Black or African Amaricon A.2% 4.5% 4.1%
Hispanic or Latino 11.% 10.7%: 10.0%
Al ot people of color 18% LM% 1o%
Ve STL% 48.0% 1%
Country manogers by gender (global) =%
Egqval poy Foge 20 40%-2
Women-to-man pay equity (globa) $1000 o B89 1o St Ak
1000 $1.000 $1.000

ESG DATA TABLE

Social
Maaion pay for women [giooal} L% 405-2
Propie-of-cokor-to-white poy sguity fUSS $1.004 to A08-2
LOG0
Medion pay for peopke of colar (LS % 4052
Frmpinyens subject ta cnlisctive bargaining ogresmants (1.5 a a o 100-41
Racruitmsnt Prows 47-40
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A more detailed information on workforce diversity can be found in the ESG Data Tables, which include data from fiscal year
2017 to fiscal year 2019.
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Medtronic

- INCLUSION AND
DIVERSITY HIGHLIGHTS
In FY19, we made significant progress toward our 2020
diversity goals, surpassing our 20% or more target for
ethnically diverse leadershipin the U5, and on track to meet

our 40% or more target for women leadership globally,
putting us closer to our ultimate aspiration of 50% or maore,

2
38% 22%

OF GLOBAL MANAGEMENT POSITIONS  OF LS. MANAGEMENT POSITIONS HELD BY
HELD BY WOMEN ETHRICALLY DIVERSE TALEWT

employees with the same
job title earn $0.99,

In their 2019 Integrated Performance Report, Medtronic discloses significant numbers showing the diversity of their workforce in
terms of gender and race/ethnicity. They also highlight other achievements for fiscal year 2019, including pay equity.
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https://www.medtronic.com/content/dam/medtronic-com/global/Corporate/citizenship/documents/2019-integrated-performance-report.pdf

WOMEN REPRESENTATION GLOBALLY
AT MEDTRONIC

Percentage Overall

Fiscal Year

U5, ETHNICALLY DIVERSE TALENT

OVERALL
m_
3
-1 %3 T4
=
5 1|
.
. |
=
E 1o —
o
2 FY17 Fiie Fi18
Flscal vear

Parcantage of our LS. Managemant

WOMEN IN GLOBAL MANAGEMENT

AT MEDTRONIC

o
t
§' 40 £ -——-F¥z20 Target
2 = 37
= S
§

20—
:
a

10—

=4 Fri7 FY18 FY1s

Fiscal Year

* Management = managers and above

LS. ETHNICALLY DIVERSE TALENT

IN MANAGEMENT'
2
=1
Jl:l_ L2 s = 5 - = i Targat
"
e Ff17 F1a FY13
Fiscal Year

* United States, excluding Puerto Rico (excludes blank, no data, or did not disclose)

1 Management = managers and above

Medtronic includes charts that show data on global women representation (overall and management) and on ethnically

diverse talent in the United States (overall and management) for fiscal years 2017-2019 demonstrate yearly progress.

The company’s dedication to advance inclusion, diversity, and equity is demonstrated in the way they have held themselves
accountable. In 2015, they set 5-year diversity goals and have committed to reporting developments each year.
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2020

By 2020, we aim for:

40%+

WOMEN

IN MANAGEMENT
POSITIONS
GLOBALLY

50%+

ASPIRATION

20%-+

ETHNIC DIVERSITY
IN MANAGEMENT
POSITIONS
WITHIN THE U.S.

For 2020, Medtronic’s goal is to “exceed 40% or more women in manager level and above roles globally, with an ultimate
aspiration of achieving 50%, and exceed 20% or more ethnic diversity among manager level and above roles in the
United States.”

Page numbers correspond to the 2019
Power of Purpose Report.

2 O 1 9 Our FY19 Integrated Performance Report was
preparad in accordance with the Global Reporting
Initiative (GRI) Standard Core guidelines —
an internationally recognized standard for
reparting on corporate social and environmental
responsibility performance. We have reported

A o on aspects related to our 13 material issues and

I ?"'&! D E % inchude information and references toour FY18
Integrated Performance Report, financial reports,
and corporate governance guidelines.
We also include a Sustaimability Accounting

Standards Board {SASB) index for the Medical
Equipment and Supplies industry.

Medtronic

Furth
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wOalclated as A H the FY. data d

**151 records do not specify gender,
7 records do

here
may vary from our 10- Kfumdepnndhg on ms time. uryearhwhh:h r.he:ma was gathu'ed. ﬂ?i records donot. speﬂfg,gs'lda
Reparts

+Some data may be restated from our FY17 and FY18
data parameters.

MENT TYPE*

*ealeulated Haad

mwryhmwr 1D—Kfurmdapenang thllmoofthIcI- the data

for the FY. Erpl data d here

=75 employ dunothmsnt:mgorydulgmlon
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data parameters,

GLOBAL FULL-TIME*!

*Calculated as Average Headcount for the FY.
I;gmuywryli'umd.lr'.l.D—Kformdlpcﬂdlngonwmoofmrinwﬂchmodmms
ered,
+Some data may be restated from our FY17 and FY 18 Integrated Reports due to updated
data parameters.

GLOBAL PART-TIME*

*Calculated as Average Headcount for the FY. Employee population data expressed
I;gmu;wryﬁ'am our 10-K form depending on the time of year in which the data was
ared.
15ome data may be restated from our FY17 and FY 18 Integrated Reports due to updated
data parameters.

g positions = managers and above.

FY19%**

0 records have out of bound values so are not Inch g
151mdomwlmw

++0 records have out of bound values so are not included in age breaks.
75 records do not specify gender.

++*1 record has out of bound values so is not included in age breaks.
57 records do not specify gender.

tttMumbers by region are based on female employees only.

*Qrecords have out of bound values so are not g

@ records do not specify gender.
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*Employes population data expressed here may vary from our 10-K form dependingonthe  *0records have values out of bound (e.g., age=0), 575 records do not

time of year in which the data was gathered, SpeC il
1Some data may be restated from our FY17 and FY 18 Integrated Reports due to updated +40 reconds have values out of bound (e.q., age=0). 407 reconds do not
data parameters. specify gender.
+++1 rexord has values out of bound (e.g., age=0). 72 records do not
specify gender.

yreg based on famale only.

*Turnewver caleulated with Average Headcount for the FY. Employee population data *“0 records have values out of bound (e.g., age=0}. 699 records do not
expressed here may vary from our 10-K form depending on the time of year Inwhich the specify .

datawas gathered. 10, have values out of bound [e.g., age=0}. 204 records do not
tSome data may be restated from our FY17 and FY'1 Reports due to specify gender. 2

data parameters. =l mm%huvduumofboundll.u- age=0). 91 records donot

specify gender.

t ion are based on 1l only.

*Calculated as Average Head for the FY. United States only, excluding rods coded as Do Mot Want to Disclose or Blank
Puerto Rico,

tSome data may be restated from our FY17 and FY 18 Integrated Reports due to

updated data parameters.

Extensive information on workforce diversity can also be found in Medtronic’s 2019 ESG Disclosure Index.
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https://www.medtronic.com/content/dam/medtronic-com/global/Corporate/citizenship/documents/2019-standards-supplement.pdf

Merck & Co.

Global Diversity & Inclusion

For neowly 80 years; our comparny hes baen committed to diversity and
chusion a5 a source of competitive advantage and as atransfonmational
strategy to drive change,
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Merck discloses 2014-2018 data on their workforce in their 2018/2019 Corporate Responsibility Report, showing

percentages for women and underrepresented ethnic groups in different levels and roles (see Global Diversity & Inclusion).
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https://www.msdresponsibility.com/employees/global-diversity-inclusion/

e \We resolve to achieve gender equality and empower all women and girls as
evidenced by improvements in the representation of women in our workforce, on
the senior management team and in management roles

e \We are proud of the improvements achieved in representation on the senior
management team of Black/African-American, Hispanic/Latino and Pan-Asian
employees and have a plan in place—with dedicated resources—to address areas
within which ethnic groups are underrepresented (also known as underrepresented
ethnic groups or “UEGs")

There is also a lengthy discussion in the said report about the company’s strategy, initiatives, hiring practices, and programs.
Some parts of this discussion mention gender and ethnicity.

We use a comprehensive approach to ensure recruiting, retention and leadership
development goals are systematically executed throughout our company and that we

hire talented future leaders across all dimensions of diversity.

e QOur candidate selection process includes aspirational diversity recruiting goals and
the selection process includes representation of diverse talent on all panels,

including women and underrepresented ethnic groups

In terms of recruitment, Merck ensures that women and underrepresented ethnic groups are included in their selection process.

Women's Sponsorship Program

The purpose of the Women's Sponsorship Program is to accelerate the movement
and to improve readiness and visibility of women and women of color into positions of
greater leadership responsibility. This two-year engagement between the sponsor
and protege is curated to help build the network and personal brand of high potential

women leaders and to further their development and career.

The Diverse Leadership Program
\We provide an innovative leadership development program focused on strengthening
the pipeline of ethnically diverse talent to increase representation in our senior

leadership.

Some of their leadership development programs are also in support of increasing the representation of women and women of
color and ethnically diverse talent in higher leadership roles.
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The Diversity Leadership Program addresses the leadership development needs of
multicultural leaders—both men and women. Its goal is to develop the pipeline of
diverse talent to increase representation in senior leadership. Of last year's women of

color participants, 50 percent were promoted.

The Diversity Leadership Program, to be specific, saw that “of last year’s women of color participants, 50 percent were promoted.”

Paradigm for Parity® coalition

In July 2018, we became a signatory to Paradigm for Parity®, a coalition of business
leaders dedicated to addressing the corporate leadership gender gap. The goal of the
coalition is to achieve full gender parity by 2030, with a near-term goal of women

holding at least 30 percent of senior roles.

With 49 percent of our company’s workforce represented by women, full gender
parity is within our reach. In addition, with 41 percent of our company’s women
holding senior management or management roles, we exceed the Paradigm for Parity
goal for women in senior positions and intend to continue to focus on this area for
ongoing progress.

Merck also engages with other organizations to further support diversity and inclusion, including the Paradigm for Parity®
coalition that addresses corporate leadership gender gap.
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Microsoft

Be Microsoft

DIVERSITY AND
INCLUSION REPORT 2019

Microsoft is among the 3% of Fortune 500 companies that publicly disclose their full workforce demographic data. Over the
past few years, Microsoft has disclosed positive workforce diversity trends (see 2019 Diversity and Inclusion Report).
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Microsoft breaks down their employee demographic from 2017 to 2019 according to gender and race/ethnicity. They also
show the growth of each category from 2016 to 2019.

Trends and progress at Microsoft
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GLOBAL REPRESENTATION OF WOMEN AMND MEN
AT MICROSOFT WITHOUT MINIMALLY
INTEGRATED COMPANIES

Advancing representation of women worldwide

This year, continuing a positive trend dating back to 2016,
there were steady i in the repr ion of
women globally at the company in all the aspects we
measured, including tech and leadership roles.
Compared with last year:

B Overall representation of women went up 1.1
percentage points to 27.6%.

W Intech roles, representation increased 1.4 percentage
paints to 21.4%.

B Among executives, there was a 1.4 percentage point
gain to 19.3%,

= 37% of Microsoft's executives responsible for leading
a geographic market are women.

W Three of our largest markets are led by women.

W Representation of women among directors rose 0.6
percentage points to 20,5%.

W Among managers, representation increased 1.2
percentage points to 25.4%.

NONTECH ROLES (includes retail)
i

RETAIL !

I
‘Women,/Men totals do not include unknown,
Denominators incude unknown.

In addition, Microsoft highlights a number of diversity and inclusion trends, such as the increase in the number of women
in their worldwide workforce, including in technical and executive roles. They also show improvement in racial and ethnic
minorities representation.

DEMOGRAPHIC REFRESENTATION AT MICROSOFT WITHOUT MIKIBMALLY INTEGRATED COMPANIES
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Microsoft also presents a more detailed breakdown of each gender and race/ethnicity category according to positions.
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Nike

& Y19 NIKE, Inc. Impact Report
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Nike highlights their social impact achievements. Among these highlights are the increase of VP-level representation
of women globally, VP-level representation of U.S. underrepresented groups and the 1:1 pay equity ratio for women and

underrepresented groups (see 2019 Impact Report).
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In addition to the highlights above, Nike also discloses their workforce demographic according to race/ethnicity, gender,

and position.
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https://s3-us-west-2.amazonaws.com/purpose-cms-preprod01/wp-content/uploads/2020/04/10225416/FY19-Nike-Inc.-Impact-Report.pdf

Nvidia

In their Corporate Social Responsibility Report, NVIDIA extends their deepest condolences to the Black community and

-

os

2020 NVIDIA

CORPORATE SOCIAL

RESPONSIBILITY
REPO

—

To The Black Community

The heartbreaking events in
America during the end of May and
inta June require that we confront
painful racial inequities and
prejudice that exist to this day.

NVIDIA stands with the Black
community and will act to help.
Though we can't fully appreciate
the pain, despair, and frustration
that many are feeling, we will
listen to and learn from our Black
colleagues.

Our CEQ's comments from NVIDIA's
annual shareholder meeting:
"Corperations must also stand
against racism and act. NVIDIA
must act. Itis not enough to just

be an inclusive employer, and

with good intentions, and provide

equal opportunities to Black
people. We must purposefully and
systematically create opportunities.
Starting with me, we will elevate
the urgency of increasing Black
population at every level of our
company and do our part to fight
racism.”

While our Diversily programs are
focused on increasing engagement
with all underrepresented groups,
our efforts will be particularly
focused on strengthening
relationships with Historically
Black Colleges and Universities
and professional organizations that
support the BElack community.

stands in solidarity with their plight. In line with this, they promise to reinforce their relationships with the Black community

(see 2020 Corporate Social Responsibility Report).
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https://www.nvidia.com/content/dam/en-zz/Solutions/documents/FY2020-NVIDIA-CSR-Social-Responsibility.pdf

> Dedicating employees to sourcing,
elevating, and shepherding
minority candidates for professional
and university roles.

Recruiting and Hiring

> Crafting job descriptions to
eliminate unintended bias using

We prioritize the recruitment of an Al rsed third-partyitool

women and UI‘IdEFI’EpI'ESEI‘ItEd = Striving for female interviewees
minorities, and we reached 19,000 i",:EC'l'ticaltPGS"ions to ";eelt
i i i WITth at least one woman auring
diverse candidates in FY20Q. Our the interview process.
strategies include: > Make available during interview
scheduling to each hiring manager
> Evaluating the recruiting pipeline and interviewer a copy of the guide

: - f biased iti d hiring.
to identify any bottlenecks for arinbiaaee brerkiing Snc HiHog
> Developing women and minority

women and minorities during the o :
. recruiting teams for academic
recruiting process. and professional job fairs.

= Partnering with historically Black
colleges and Hispanic-serving
institutions.

= Partnering with our employee
resource groups to evolve how
we reach and attract minority
candidates.

NVIDIA details how they increase their workforce diversity by focusing on recruiting and hiring women and minorities.

RECRUITMENT AND RETENTION PROGRESS | COMMENTS

Leverage existing and evaluate potential new training and tools 100% Complete.
that focus on supporting managers to identify and mitigate
bias in areas including career growth, cultural sensitivity,
communications style, and management development.

Social, Diversity and Inclusion

Provide sponsorship of underrepresented groups in technology 100% Complete.
through partnerships with Black in Al and Latinxin Al. Offer
conference fees and travel for attendance to our GPU
Technology Conference, host networking event at the event
for these groups. Sponsor Black in Al at NeurIPS conference.

Social, Diversity and Inclusion
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NVIDIA also highlights their progress on their diversity and inclusion goals.

NVIDIA 2020 CSR REPORT GOALS AND PERFORMANCE

DIVERSITY PERFORMANCE

We gather information for this report at the end of the fiscal year, and the data points in the accompanying charts
reflect a snapshot of aur employee/cantractor base at that time.

Learn more about our approach in the Diversity and Inclusion section.

Racial / Ethnic Diversity Snapshot*

RACE/ETHNICITY FY20 FY1? FY18

Asian{Indian 49.2% 50.2% 50.1%
White 38.2% 387% 41,1%
Hispanic/Latino 3.4% 3.3% 3.3%
Black/African Amarican 1.1% 1.0% 1.0%
Native Hawailan/Pacific Islandar 0.3% 0.3% 0.3%
American Indian/Alaska Native 0.2% 0.1% 0.1%
Twa or more races 0.9% 0.7% 0.5%
Decline to state/not specified 6.7% 57% 3.4%
TOTAL 00% 100% 100%

* Minarity dats represents the United States.anly

Gender Data

FY20 FY19 FY18

POPULATION POPULATION POPULATION

® Men @ Women @ Not & Mean @ Women @ Not & Man @ Women & Not
80.5% 18.5% declared
0.6%

Gender Diversity Snapshot

POSITIONS HELD BY WOMEN FYzo FY19 FY18

Outside directors 18.2% 18.2% 20.0%
Executive officers 40.0% L0.0% 40.0%
Leadars 10.5% 1.0% 8.5%
Managers 16.2% 16.5% 16.1%
In technical rolas 13.6% 13.7% 13.3%
I global warkfarce 18.9% 18.9% 18.6%
New hires, % globally 18.8% 20.4% 19.2%
MNew hires, number globally 265 501 393

Nvidia also discloses their workforce diversity according to gender, position, and race/ethnicity.
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PayPal
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Based on the data presented in PayPal’s 2019 Global Impact Report, there has been a 15% increase in total diversity at VP+
roles, 6% increase in female tech roles, and 12% increase in ethnic minorities at director+ roles. PayPal has also maintained a
strong gender balance in their total workforce with 43% female.
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100%

PAY EQUITY

Maintained 100% pay equity for
women globally and ethnic pay

parity in the US for the fourth year
in a row and advocated for inclusive
public policies.

PayPal has maintained 100% global gender and U.S. ethnic pay equity for the fourth year in a row.
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PEPSICO’S POSITION

Ty, ¥

WE TOOK A POSITION ON DIVERSITY AND
OUR 2018 NUMBERS REFLECT OUR PROGRESS

There are 3 primary measurements across PepsiCo’s enterprise:

Increasing Gender Parity Promotion to The Highest Levels

Peps|Co Is committed to increasing gender IF v i 10 Fedize e 5
parity in managemant. Although we've made associates, then we naad
progress, we still have some work to do only have the pipeline of
before 2025, 2
that thgllr are n«-lng a;uun:wlulel, premoted

A5 OF 208 mokes that allow them o reach the highest levels

40% v —
soa. 50%

.l]"_._ e }‘p’

PAID WITHIM

Moasuring diversity is always a challenge because quantitative views only tell one part of the story
and can miss the Important nuance of the journey. We also know that measurement is Important to
understand where we've been, where we are and where we are headed.

PepsiCo discloses data regarding their progress toward diversity in their 2018 Diversity Report. Some 2018 achievements
include: 40% of the company’s global managers are women; global women promotion rate is 23% and it is the same for
persons of color in the U.S.; and, in the 33 countries that represent 93% of their salaried employee population, men and
women are paid within 1% of each other, and it is also the case for people of color and non-minorities in the U.S.
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https://www.pepsico.com/docs/album/esg-topics-policies/pepsico_diversity_report_final_highres.pdf?sfvrsn=25721d35_8

Women held

1%

of our manager positions in 2015,
progress toward our goal of 50

H H Across 69 countries representing 99% of PepsiCo's
com MIttlng to equal pay salaried employees, men and women are paid within 1%
of each other, and similarly in the U S. employees of color
and non-minorities are paid within 1% of each other.

In 2019, PepsiCo discloses a slight improvement in the percentage of women in the manager roles. Equal pay data remains

the same except for gender, where it now covers 69 countries that represent 99% of the company’s salaried employees
(see 2019 Sustainability Report: Focus Areas - People).
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https://www.pepsico.com/sustainability/focus-areas/people

=~ PEPSICO

JOURNEY TO RACIAL EQUALITY

- hdﬂ $400 million over 5 years (
portunity. Our investmer

PEOPLE

nplementing
g our current e T 0 ¢ mandatory
Black s ki unconscious
manager Historically bias training

population
By 30% Black

diverse
organizations

100 Black
associates h sch . -
to our mclus:on

executive ||t | | training
ranks ommuri tools

These steps are only the beginning. Over the next few years, we will expand our pursuit of racial and
social justice in communities around the world.

We proudly stand with our Black associates and Black communities, and we believe unequivocally that

BLACK LIVES MATTER

PepsiCo’s Chairman and CEO Ramon Laguarta clarifies and asserts that Black Lives Matter. Accordingly, PepsiCo
presents the next step of their journey toward racial equality, focusing on three pillars—people, business, and communities
(see .
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Salesforce

Global Employes Gender Repres

3.0% 66.8%

5. Employee Ge U5 Employee Race and Ethnicity Representation

64 73.7%  172%  33% 1.5%

P 08 Larivec

e

i

Total WS, Underrepresented Minority Representation

10.5% .

ESG METRICS AND DESCRIPTORS

SOCIAL, CONTINUED
Bive ity Indicatar

=

Equtiey Bracters

i w "

ESG METRICS AND DESCRIPTORS

SOCIAL, CONTINUED

ity Indicsinm

el Py

Salesforce is transparent in disclosing figures of their diverse workforce. The company has an interactive site that shows

percentage representation of employees by gender and race and ethnicity, and by job categories: leadership, tech and
non-tech roles.
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Salesforce also made their

Salesforce’s

cns  AGBAS21
u= AGBSZY

SECTION B- COMPANY IDENTIFICATHIN

I SALESFORCE.COM
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SUITE 300
SAN FRANCISCO, CA 04106

za.

FQUAL EMPLOYMENT OF PORTURITY
2018 EMPLOYER INFORMATION REPORT

CONSOLIDATED REPORT - TYPE 2
SECTION C - TEST FOR FILING REGUIREMENT

SALESFORCE.COM

ONE MARKET STREET
SUITE 300

SAN FRANCISCO, CA 64105
SAN FRANCISCO COUNTY
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SECTION F = REMARKS
DATES OF PAYROLL PERIOD: 12162018 THRL 12812016

SECTION G - CERTIFICATION

CERTIFYING OFFICIAL: CINDY ROBBINS
EEC-1 REPORT GONTACT PERSOM:  JORJA JACKSON
EMAIL:  JORJAJACKSON&SALESFORCE COM

public.

TITLE: FRESIDENT & CHIEF FEOFLE OFFICER
TLE: SEMIOR DIRECTOR

T
TELEPHONE N 4152888775

Qur Cbservations: Areas of Progress

GERTIFIED DATE[EST] 051342019 11:33 AM

Leading with Data

Our senior leaders are empowered monthly with a
scorecard detailing the headcount, hiring, attrition, and
promotion data by Gender (Global) and Race (U.S). We
pair our largest organizations with an Equality Board made
up of their Recruiting, Employee Success, Equality
partners, and senior leaders to drive prescriptive actions
based on data.

LEARN MORE >

that focuses on equality provides information on the company’s areas of progress, areas of opportunity,
and the company’s initiatives, such as their diversity scorecard for their senior leaders.
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https://www.salesforce.com/content/dam/web/en_us/www/documents/reports/sfdc-certified-eeo-1-2018-report.pdf
https://www.salesforce.com/company/equality/

EQUALITY FOR ALL

EQUALITY

Ecpuality I & core value 81 Sateslorce, ard we hefisge in Exquassty for All We're
WOTKING LD creale & veork pliade that retlects The Dive e COm Miniles we seme and
wihem paryone feals ermpowaned ie Bing their Tull, authenic sehms to work,

Wie cha this through inc reasing repeosentation ~ wa crive ko make our workplaces
raflect socioty; Craating SpRarunity - wo baliove averyane shaidd have an sguat
opportunity {0 succesd in tech; and through empaveeing allyship - we beliewe

mryone bt o respansibility b e an ally, and hedp build & mone egusl word.

Foundataanal to this jourmsy Is undarstanding the data. We knaw them i moms

\ork |0 bédone on this path o oreating a dorkplace that redlacts socieky

A5 parl of pur miion 10 ceale & workplace (hal rellects sotety, we el a new
ol B slaategies 1o accelesale growilh and drive change wathin cur compary

o aur LS. workloree ma
d Black, Latinx,

al, LGETR+, People with Dwsabilties,
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obe.

39 | Equaliy o Al

FY20 DIVERSITY INDICATORS

LS. Employees by Ethnicity

Global Employess by Gender

GLE% whan
2565 sinn & Indian
3% Hspanic or Lating
A.0m% piockc
% Two o Mo Rilces.
2% Mor-Birary or
.25 Undisciosed Uneisciossd
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Salesforce aspires to have 50% of their U.S. workforce filled with underrepresented groups (women, Black, Latinx, indigenous,
multiracial, etc.) by FY24. As of 2019, they are reporting 43.9% (see Y20 Stakeholder Impact Report).

Communicating Workforce Diversity

83


https://s23.q4cdn.com/574569502/files/doc_downloads/2020/08/2020_Stakeholder_Impact_Report_V22-2.pdf

Starbucks

STARBUCES
STORIES Coffea  ~ Commumity Soclallmpact Maws Prass Canter  ~

BNEWE

4 usacenghish p a, Search

Infographic: How Starbucks

is Addressing the Pay Gap

March 20, 2020 - 1min read

SHARE ¥ w n =

STARBUCKS
PRINCIPLES TO
PAY EQUITY

EQUAL FOOTING TRANSPARENCY

Da not ask candidates
aboul their salary
history.

FPublish pay equity
progress annually

Uise an offer standards

Remove any caps
on promotional
increases.

Provide u position’s
pay range upon
candidate’s request.

calculator to determine
starting pay range
for roles

Do not retaliate or
discriminate against
emplovees for asking
ahout or discussing
wages

ACCOUNTABILITY

Set a goal to achieve
and maintain 100%
gender pay equity
globally and maintain
100% pay equity in
the United States.

Conduct
comprehensive
compensation analyses

Analyze compensation
decisions before they
are fina.

Address any
unexplained
difference in pay
betiween men and wormen

performing similar duties
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HOW STARBUCKS IS

ACHIEVING 100% PAY EQUITY

Werking with experts and our partners (employees), we've developed a set of best practices and tools
designed to address systemic barriers impeding equal pay for equal work. We hope that athers will
foin us in employing best practices, not only at Starbucks, but at companias across the world.

@ © O

HIRING BEMEFITE AND DEVELGEMERT CULTURE

REASON FOR THE U.3. PAY GAP BEST PRACTICES AND TOOLS WEUSE TO ACHIEVE PAY EQUITY

prasplan ol o Wa crante sl caimpeniatian afler coniistantly. fo -
and date o . ards o - .
agar. abowing for tha afiact "

pate Fully In the warkfarce

bonuses am subjectveand ‘e have clear and consistent processes for annual merit increase and bonuses.
Theie dacisians a e sanistically andlyaed hafors being finalized m make A

b the managsr, sewing
hecily & Bine

Warmest are less fikeiy o hold
i anapsmant and

b s kabout pay
] Butian

Starbucks is focused on gender and racial pay equity. Information on the company’s commitment and how they have achieved
100% pay equity is published across their website and reports.

Milestones: Starbucks efforts
to support racial equity and
justice

From our earliest days, diversity and inclusion have bean at the
heart of how we do business. It is reflected in Our Mission and
Walues, which is dedicated to creating 2 culture of belonging where
everyone is welcome. We are working closely with community
leaders, civil rights |eaders, organizations that promote racial equity
and our partners to uphald our commitment to make a positive
contribution to our communities

Hare is a review of key milestones marking the company’s
commitment to racial justice and social agquity.
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A Report to

Starbucks

On the Progress of its Efforts
to Promate Civil Rights, Equity,
Diversity, and Inclusion

Febrary 24, 2020
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GREATING MEANINGFUL OPPORTUNITIES
GLOBAL
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Starbucks’ efforts and progress promoting workforce diversity can also be found on the company’s different websites
and reports.
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Starbucks’ diversity goals include growing the internal pipeline of diverse leaders at the VP and director levels, as well as a

42% women 1n senior leadership; 17% people
of color in senior leadership

Goal: At the senior leadership level, 50% women and a 50%
increase in representation by people of color since 2015

In addition to our goals related to staff leaders, our board is
currently comprised of 38% women, four of whom are members of
minority groups. Starbucks first Global Chief Inclusion & Diversity
Officer, Nzinga Shaw, was hired in November 2019. In an Update to
Starbucks Civil Rights Assessment the company has set new
representation goals for the first time across all roles, including, at
minimum, a goal of 40% people of color and 55% women in all
retail roles, and 50% women and 30% people of color for all
enterprise roles, by 2025.

goal of 40% people of color and 55% women in all retail roles and 50% women and 30% people of color for all enterprise roles

by 2025.
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Visa

Everyone accepted, everywhere

A inlashe 3nd derse wonBlsnE Ahene hu balong

Equality at Visa

Gender in Glabal Workforce Gender in US Workforce Ethnirities in U.S. Workforce

g% I

. 11%
3%
= Togenme il ot
k %

Ethnicities in U5, Leadership

Everyone belongs

YOS S kDI Where 1y 30 BE ST W

Gender in U.5. Leadership

Gender in Global Leadership

aw 2%

EELY 11%

4%

Warkforce Demographics Ethnicity in U.5. Workforce Gender in Global Workforce Gender in U.S. Workforce

& Pay Equity®

Blackie Other 3%
Female Female

Asian

White

- i o : 2 Ethnicity in U.S. Leadership’
Corporate Responsibility & Sustainabil

Hispanic Z y
@‘ 4 ‘¢
¥

Gender in Global Leadership*

Male

Gender in US. Leadership®

Male

Female

Black 4% Other* 18
Hispanic ‘ Female

-

>

§1.02 eamed by racial and
ethnic minorit 5

White

Male Male

Visa presents the breakdown of gender and racial/ethnic diversity of the company’s workforce on their website and Corporate
Responsibility & Sustainability Report. The company also discloses information on equal pay. According to the company,
their male and female employees “earn the same pay for the same work globally, and the same is true for racial and ethnic
minorities and their white peers in the US”
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https://usa.visa.com/about-visa/diversity-inclusion.html
https://usa.visa.com/dam/VCOM/download/corporate-responsibility/visa-2018-corporate-responsibility-report.pdf
https://usa.visa.com/dam/VCOM/download/corporate-responsibility/visa-2018-corporate-responsibility-report.pdf

Visa Inc. U.S. Workforce Demographics

Executive/Sr

63.3% 10.8%

Hispani Blarck or Mative Havmsn American Indian Two or More
White P A African or Other Pacific 3
or Latino ; or Alaska Native ETLH
American Islander
4.2% 0.0% 20.6% 0.3% 0.8% 33.3%

52.5% 9.2% 3.6% 0.5% 32.6% 0.2% 1.5% 37.6%
34.8% 10.2% 4.5% 0.4% 48.1% 0.2% 1.7% 39.5%
43.7% 26.5% 11.3% 0.2% 14.1% 0.4% 3.8% 517%
40.1% 12.3% 5.3% 0.4% 39.6% 0.3% 2.0% 40.7%

Source: Visa Inc. 2018 Equal Employment Opportunity (EEQ-1)reports. “Others” is a combination of the following EEO-1 job categories: technicians, sales workers, administrative support
workers, craft workers, operatives, laborers and helpers, and service workers.

Visa also published a separate of their workforce demographics. Though this presentation is composed only of
simplified percentage representations, they note that the source of this presentation is their 2018 Equal Employment
Opportunity (EEO-1) Report.

Talent

Visa's workforce continues to grow, increasing from approximately 17,000 employees in fiscal
year 2018 to 19.500 employees in fiscal year 2019. This growth has been fueled in part by
acquisitions, with growth in the regions outpacing growth in the San Francisco Bay Area. At the end of
fiscal year 2019, Visa's global workforce was 59 percent male and 41 percent female. Increasing the
representation of women and under-represented minorities remain an area of focus for management.
Visa's commitment to diversity recruiting includes partnering with organizations such as AfroTech,
AnitaB.org, Catalyst, Diversity Best Practices, the National Society of Black Engineers, the Society of
Hispanic Professional Engineers, Watermark—Silicon Valley Conference for Women, Women in
CyberSecurity, Women in Payments and many others to support and develop a diverse talent pipeline.
Visa is committed to pay equity for employees doing similar work, regardless of gender, race or
ethnicity, and conducts pay equity analyses on an annual basis.

Visa is transparent reporting how the company is doing with their promotion of workforce diversity. According to the
company’s , “increasing the representation of women and under-represented minorities remain an area of focus for
their management.”
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https://usa.visa.com/dam/VCOM/regional/na/us/about-visa/documents/visa-workforce-demographics-9.30.18-fy18-remediated.pdf
https://s24.q4cdn.com/307498497/files/doc_downloads/Visa_Inc_Fiscal_2019_Annual_Report.pdf

Walmart

!, SPARK

# ™ INCLUSION

ADVANCING OUR WORK
ON
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Culture, Diversity & Inclusion
2019 REPORT
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Walmart recently published their , which includes a section with data from their
EEO-1 Report.
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https://corporate.walmart.com/media-library/document/culture-diversity-and-inclusion-2019-report/_proxyDocument?id=00000172-bf9e-d3bc-affb-ff9ef69d0000

Walmart

ursppren  Enieanarsl Socd Gommnes Bovw O (Y

Diveeaity & inslusion® i s=mdsn

PRICAITIES
c .
|GOALS HOTED AN IT, WETRIC RESULTS

Commitmesc: Signatory 1o Cotalyst CEO Diversity B Inchsion:
Cherepions for Chonge: CEDl dictias for ) lecF ke S A4n
LS managers miha bre WO peop ke of cokar 43% 3%
Parcent of LLS. howrly promations whe are women; people of color S7%; 450
Parcent of LS. managemarnt prometiom who sre momaen; people of 43%;38%
U5 officers mhg are women peaphe of cokor i
Parcent of Waimart Board who ane mamen; people of coly 0%, %
Walmart also discloses their workforce demographics and a few goals on their and

Committed to Racial Equity

To bulld on our werk In this space and aggressively drive
pary, In June 2020, we an nced that we would develop strategles and Invest

rasgurces to Increase fatmess, equity and Justice, Specifically, we'ra golng to focusthe

power of Walmart on our natlon's financial, healthcare, education snd criminal justice

systems,

In addition, rtand thie v art F ation have commltted

5100 milllan over five years to create a new center bo address

systematic raclsm In soclety heed-on and eccelerate change, The

center will support philanthroplc inttlathees focused on the social
determinants of health, strengthening workforce devalc . - - . .
related educational systerms, and criminal |ustice reform Ma kl n g a DI ffe re nce In RaC| a I Eq U Ity
emphasls on examining barriers to opportunity faced by

the system.

Editor’s note: Walmart CEC Dowg McMillon followed this note by spegking to ossoc

i

esconfersnce later this same doy. You can raod his remarks and wi

replay
June 5, 2020
Making a Differance in Racial Equity

To: Walmart associates

From: Doug McMillen, President and CE0 - Walmart

n our 30-plus years a5 3 company, it rings true more each year that the world's
challengss are our challenges. The global health crisis hastested all ofusin

months, and the recial violence in the LS. - in particular, the murder of G

. painful and unacceptable.

Walmart is very active in promoting racial equity, especially with recent events. Walmart and Walmart Foundation have
committed to S1T00 million over five years to create a new center that will address systemic racism and accelerate change.

Communicating Workforce Diversity


https://corporate.walmart.com/media-library/document/2019-environmental-social-governance-report/_proxyDocument?id=0000016c-20b5-d46a-afff-f5bdafd30000
https://corporate.walmart.com/esgreport/esg-data

Women representation at Walmart* Our approach

To foster diversity and inclusion within Walmart,
we focus on recruitment, development and

@0 43% & 57% retention We seek to develop equity in
A Us mansgement LS. hourly represantation and an inclusive culture and o
promations ." confirm our commitment to far-pay practices.
32% g E An important component of Fostering inchusion
o s raising awareness about unconscious biss. We
LS corparate ,f- 43% % 5 have developed unconscious biss training for
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25% 3 b 5T% i 48% part of thew annual performance evalustion. A
component of thess expectations is abiding by
‘Walmart Board Tatal W.5. workforce our Statement of Ethics, fadlure of which may

result in &n annual cash incentive pay reduction.

Far more information, please see our
Culture Diversity & Inclusion (COI) Report,

People of color representation at Walmart*
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Walmart focuses on recruitment, development, and retention to advance diversity and inclusion within the company. To
reinforce these efforts, all of their officers have Inclusive Leadership Expectations as part of their annual performance
evaluation (see 2019 Environmental, Social & Governance Report).
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Wells Fargo

WELLS FARGO

Personal Small Business Commercial About Wells Fargo

Financial Education

Abeat wells Fargo »  Diversity and Accessioliity > Diversity and Inclosion

Diversity and Inclusion & print | share (@) @O H

/e value and promote diversity and inclusion
in every aspect of our business and at every

level of our organization

Meeting the incressingly diverse needs of Wells Fargo's global customer base i= critical for our company's long-term

growth and success. We'ne committed to advancing diversity and inchusion by helping ensure that all people aorpss cur
wWorkforce, our Conmmunities, and our supply chain feel valued and respected and have eqUal A¢CE5S T0 TESOUMCES,

services; products, and opportunities to succeed.

We define diversity as the unigue combination of varisus dimensions that makes each of us different from and similar

to others. Thase dimensions can include — bul ars not be limited to — age, gender, ethnlc herkage, race, physical or
mental abilities, sexual orientation, values, refipion/spiritual practice, income, family status, education, and gesgraphic

location.

2020 Corporate
Responsibility
commitment

Learn more abaut our S-pear
strategy and commitmant to

advence dversity and Inclusion,

Investing in our employees

Cufture

At Wil Farge, wa alm towork every cay with the
highest standards of integrity and o perational
xcelence to deliver what's expected of us by
our stakehotders. Being our best takes all of us
working together with a shared understanding
af what wi do and how we da i Owr past
provides perspective and quidance, but we ane
maorineg wWith urgency and optimism towand our
future. Approaching our work in nevw ways and
challenging past percpectives helps us maks the
mezest of this meaningful opportunites that exist
across all of our businesses. We are changing the
way v run the company and redefining parts of
our culture in order to ba more effact .

In Z0R20, v introduced 3 new st of expectations
farsseryone at the company Thase oxpectations
guide how e lead ourselves, collaborate with our
colleagues, and make decisiores. The following
axpectations apply to everyone at Welks Fargo, 3t
every lovel and in ovory role

Embrace candor

Dowhat's right

Be great at execution

Learm and grov

Chamgeon diversizy and inclusion

Build high-performng teams [for managers)

439 2020 ESG Report

Diversity and
rclusion
Magting the incroasingly
diverse naeds of Welks
Fargo's ghabal customar
base s critical to our
company's long -term growth and success, To
be successhul, wee mest create a tnuly diverse
and inclusive workforce that brings a wide ranga
ot Insights and perspectives to all levels of cur
company That's what will drive us to the best
possinle ideas and outcomes. We'ne advancing
diersity and inclusion - helping ensure that all
peopla across cur workfone, our Communities,
and aur supply chain feal valued and respacted
and rasve edual aloess o MESCUTTRS, SErACES,
products, and opportunities 1o succeed.

W have separate diversity and incusicn
strategies in place for our WS and intermaticnal
Iocations, dun to complesithes and nuances amang
e jurisdictions in which wo operate. But all thesa
strategies seek to align with cur companywide
prionties, whils being consistent with regicnal
business strategies, and cognizant of local
demograghics, kegal and regulatory requine ments,
and cultural and soclal dynamics.

Wells Fargo has a strong record in promoting workforce diversity. The company is committed to increasing diversity

representation starting in leadership roles, with leaders at Wells Fargo receiving a diversity scorecard on a quarterly basis to

create accountability and measure progress.

Communicating Workforce Diversity
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Wells Fargo’s new CEO is personally chairing the company’s Enterprise Diversity & Inclusion Council. He made additional
commitments to increase Black and African American employee representation (see 2019 Annual Report).
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2020 goals and progress

pem—

. i
. of that et

At

Biversity and inchision

[ Program nsicatar

Social, and Governance [ESG) :
» =%
,_
G I d P f D t gy it
04als an errormance pvata i i
o e o
i ey iy
reate s Pkl 20208
pre— o
Published August 2020 e oy f o o mm s
gy o o e
[new lan. 1, 2016]
sy -
sy partidpatian vskittied et [A019) &
P
L+ @
Iy 2080 Hreem 2016 to 2018
WELLS i s i ok g st 1 0 eyt
FARGO oo Wit Fargga i i iy
oy Ot ieeagEeL v ki dnd sinics CHeSCr yaar 238
bt e gt i
s i S e
it L et et srehspen
b iy
Investing in | s o e s £ s 03 5 St o 15 . LYol ot comtrekilaspend o SL 360on - Omgeing
———— e 2017 2012 2018 "‘"".‘,"‘""“"‘“.‘“‘ WAl Py st s vt ot
dwsiapment’ o e i 4
— Fr— a0 PO —— Treea 3013 e B i e s
i iyt
T RS s ompiopes 1993 sms mssmew e
e ——— = umplapin i ot s o
e
Glabal smployess by gander it 2007 018 208
P . P = P
— b e i e 00811 crploposs by bty s e B i it b Lo
e 2040wt st s e .20 S e . wmos ey
. T — s mox 22
oy
Glubal smplopses by gandes snd contruct type®* Uit 2007 ms 208
—
[— Full-time #amployess 143730 142142 141,399 {94.5%) W
AR ki . o, 2380 5.3m1
Faaible® Hamplayess a0 £ B e . e s - s 2]
e x = P =
pr— Fasy ) o T
e . a o o
o P, P ey s maen
Wi Wi . 10 . i
Pt Bmikron 152 o s i g
T S o ey e
LS. emplayeus by racelethaity’ = Unit. a7 018 2019
Al Full-time: & amployees 261.366 5a70 250370 (96.0W) e y y;
Part-tima r—— 1as 11881 1045043.5%) Actwtocan e fAlachan Nativi b a5 nsx oS
Fsint Fenpioyec a1 as g o, » ] B i)
= o ot N e ums ue
T s e i e i : o o B
- it o x T
il - e ekl s HNative Hawiian s othar Pacific llander = o3 03% o3%
ooy ;T M 1 s s
e o
o
201 LS. employees by gemer and EEOC job category' 4 st Famale ala
RS M . - P
Prciic o iink s vsagors x a0 n
b ,. - -
10 E5GC perdormance data Technicians. = T e
IR « o P
J—— g. e n
Gt x - i
S 5 - o
—
prmacst e e S

Wells Fargo recently published their Environmental, Social, and Governance (ESG) Goals and Performance Data, which

includes their goals and progress in promoting diversity and inclusion. They also present percentage representations of gender

and racial/ethnic diverse employees for the past 3 years and present breakdowns by job categories used by the U.S. Equal

Employment Opportunity Commission (EEOQC).
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Gender, race, and ethnic diversity is a priority for Wells Fargo’s directors. They believe “it is essential that the composition of
our Board appropriately reflects the diversity of our Company’s employees and the customers and communities they serve”

(see 2020 Proxy Statement).

Wells Fargo Bank N.A.,

London Branch

Gender Pay Gap Report 2019
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Wells Fargo is proactive in addressing gender pay gap globally. They have recently published their 2019 Gender Pay Gap
Report. Beginning in 2019, the company evaluated median pay gaps based on feedback from certain stakeholders.
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https://www08.wellsfargomedia.com/assets/pdf/about/investor-relations/annual-reports/2020-proxy-statement.pdf
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