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= What is Equality in the Workplace?

= What Can We Do to Improve Equality?

« What's different about firms that are showing positive results?
= Questions to Ask Your Management Team
= What is Your Organization’s Leadership Maturity Level?
= What to Expect Going Forward?

= Q&A
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What Can We Do?
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1. Understand
Current State

2. Build
Diverse
Pipeline

Achieving Leadership

Equity
3. Develop
Future

Leaders

6. Create
Accountability

Pearl Meyer
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5. Retain
Diverse
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1. Understand Current State @

Most Common Least Common

Lagging Measures Inclusion Initiatives

92% | overall diversity 46% | L&D participation
98% | management diversity 42% | ERG participation

98% | leadership diversity
84% | employee engagement

76% | turnover
Activity Measures

Potential Bias

75% | new hire diversity 54% | achieve pay equity
51% | management new hire 40% | measure pay gap
54% | leadership new hire 30% | performance rating bias

57% | discrimination complaints

44% | promotion diversity
51% | management promotion
56% | leadership promotion

Pearl Meyer Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&)
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Firms with Better Representation... @ e

Percent of Firms Measuring...
ks Measure more aspects
23% of DE&I and share that
e S <1 Information with the
board

Promotion diversity

Diversity in leadership development

program participants 54%
) o 52% Does your firm track and report
Top leadership promotion diversity 61% diversity metrics to the board?
(Percent responding Yes)
R : 45%
Reported discrimination complaints 100%
81%
80%
Turnover rate 849% 60% 54%
40%
Employee engagement score
94% 20%
o 0% 20% 40% 60% 80% 100% 0%
B Similar or Worse ~ ® Better Better Representation  Similar or Worse
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2. Build and 3.Develop
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Firms with better representation are more likely to take a variety of actions;

however, there remains much opportunity to improve

80%
70%
60%
50%
40%
30%
20%
10%

0%

Build
68%
60%
57%
54% 2
45%
28% 29%
11% I
Require diverse  If all else is Active Target colleges
candidates on equal select the involvementin and universities
slate for diverse affinity-based  with diverse
management candidate professional populations
positions organizations

M Trending Up M Same / Down

80%
70%
60%
50%
40%
30%
20%
10%

0%

Develop
24%
19%
14%
B .
Formal process to Internal T&D programs
increase diversity in that are specifically
leadership positions gender or minority
oriented
®Trending Up M Same / Down

Source: 2020 Pearl Meyer Diversity & Inclusion Survey
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Source: 2020 Pearl Meyer Diversity & Inclusion Survey
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4. Engage and 5. Retain
.

Firms with better representation invest in programs to promote
engagement

Relatively few organizations are directly addressing some of the
challenges associated with retaining females through child-rearing years

Engage Retain
80% 80%
70% 68% 70%
60% S7% B0%
0,

50% 45% e 42%
40% 28%

30%

19%
30% 20%
0,
10% 0%
Child care (on-  Job Sharing Consideration Change starting
0% site, backup, when returning  and quitting
Formal internal Programs, policies, vacation, illness) tothe times on a daily
affinity/networking and/or practices that organization basis
groups focus on inclusion after an
extended career
M TrendingUp M Same / Down brosk
Source: 2020 Pearl Meyer Diversity & Inclusion Survey Source: SHRM National Study of Employers
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6. Create Accountability: Involvement
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Boards ARE involved... and are making a difference

92% discuss DE&I matters as a board
60% have been doing this for years

How long has the board been
involved in discussing DE&I Matters?

Don't Discuss 8%

Discuss as a Board 23% 9%

0% 20% 40% 60% 80% 100%
W Doing for Years = Started 2020  Started 2021

The longer a board has been discussing
DE&I, the better perceived gender diversity

80%

70%

60%

50%

40%

30%

20%

10%

0%

Percent That Rated Gender
Representation as Better than Peers

73%

57%
44%

11%

We don't We started We started We've been
discuss this  discussing it in discussing it in doing this for
topic as a board 2021 2020 several years

Pearl Meyer
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Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&)
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6. Create Accountability: Reporting @ e

We Share DE&I Information In...

ESG scorecard BBy 13.7%

Targeted communications to employees e ieyA 26.7%

Annual business plan BE{ONLA 29.7%

Annual report YRS 30.0%

External Website [RiSHY/) 39.7%

Human Capital Management disclosure [iWE73 41.5%

Proxy statement [RIEREL7S 42.0%

Social Media R/ 45.0%

CD&A VAV 45.8%

Annual Letter to Shareholders BEPRIZA 47.9%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

M Included Now ® Planto Include Not Included

Pearl Meyer Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&) 11
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6. Create Accountability: Incentive Plans
= 39% have DE&I incorporated in the executive annual incentive plan
* Another 41% indicate they are likely to incorporate DE&I into incentive plans
= DE&I is often a component of an existing section of incentive plan
« Just under 1/3 include DE&I as a stand-alone metric
« Some organizations adopt an approach where DE&I influences award
size
How DEl is Represented in Incentive Plan
Individual MBO 47.5%
Component of
existing section of — Part of Business Plan 37.7%
incentive plan
Part of ESG Scorecard 31.1%
Stand-alone metric 29.5%
DE&! influences Discretionary Consideration 36.1%
award size — Modifier 16.4%
Threshold
Pearl Meyer 12

Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&I)
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Reasons for Incorporating Into Incentive Plan @
Strategic importance of DE&I is most common reason for including in
iIncentive plan
Why Include DEI in Incentive Plan
To support our talent management/development plan 10%
To align with our strategic plan - 20%
To signal its importance to the organization . 26%
In response to employee requests/questions 29% »
It's part of being a good corporate citizen | . 33%
In response to external investors » 46%
To drive change in the results of this metric . 49%
In response to customers' requests/questions | 50% |
To be consistent with our peers/industry ' 57%
0% 20% 40% 60% 80% 100% 120%
W Rank 1-3 Rank 4-6 m Rank 7-10
Pearl Meyer 13

Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&I)
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For Those Choosing Not to Add... Why?

Reasons for Not Including in Incentive Plans

Believe DE&I is an expectation for our executives
and it does not need to be further reinforced...

36.7%

Can't set quantitative goals _ 10.0%
Measurement o )
Challenges - Do not have good baseline information _ 13.3%

Do not currently track _ 18.3%

Do not want to reduce weight of financial metrics _ 23.3%
Do Not Believe —
Appropriate Opposed to setting specific representation goals _ 20.0%

Already successful in the area of DE&I/does not
need further reinforcement - 5.0%

0% 5% 10% 15% 20% 25% 30% 35% 40%

Pearl Meyer Source: Pearl Meyer: Tracking and Reporting on Diversity, Equity, and Inclusion (DE&) 14



Questions to Ask Your Management Team
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What are our stats (representation, engagement, turnover)?
* By gender and race, by level of management
« Compared to our industry

What were the results of our pay equity assessment?
* What groups were studied? Were all US employees covered?

* What methodology was applied?

* What drives pay within our organization?

What is our current US pay gap and what are the drivers?

What steps have been taken to assess potential bias?
« Evaluation of performance ratings, merit increases

How diverse are our recent hiring actions and promotions?
* By gender and race, by level of management
* What specific actions are we taking to improve diversity?

What initiatives have we taken to drive increased leadership diversity?

What actions have we taken to improve inclusion?
* Are we tracking results?

How are we helping to retain female talent through child-rearing years?

15



What is Your Leadership Equity Maturity?
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Understand
Current
Environment

Build a
Diverse
Pipeline

Develop
Future
Leaders

Engage
Diverse
Workforce

Retain

Accountability

Actions the Firm Has Taken Information We Receive and Discuss

Completed regression-based pay equity assessment
Calculated US pay gap
Identified occupations where we have limited diversity

Sufficiently expanded its diverse recruiting sources
Adopt a panel approach to hiring
Require a diverse slate of candidates for mgmt roles

Developed formal plan to increase leadership diversity
Provide a formal mentorship program for female / URM
Provide leadership training tailored to diverse managers

Implemented affinity groups for female / URM
Provided inclusion training for leaders
Measure inclusion, belonging

Childcare assistance
Flexible work hours
Job sharing / Returnships / Reservists

A diversity scorecard

Quantitative goals associated with DE&I
Included DE&I goals in strategic / business plan
Q Incorporated DE&I into executive incentive plan

o000 OO0 ODOD OO0 OO0 00O

U % of women / URM in leadership roles, by level
U How this representation compares to our industry group

U % of leadership new hires that are female and URM
U % of leadership promotions that are female and URM

% of succession plan candidates that are female / URM
0 Positions that are one level from CEO
O Positions that are two levels from CEO

Employee engagement ratings for female / URM
4 In leadership positions
4 In management positions

Turnover rates for female / URM
U In leadership positions
U In management positions

U We have a meaningful conversation (30 min or more) as
part of each board meeting

5to 9 points 10 to 14 points 15 to 19 points 20 to 24 points 25 to 30 points

Limited Efforts

Pearl Meyer

Beginning Stages

On the Road

Strong Efforts Role Model
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Key Takeaways: MORE is coming @ R

Board are increasingly involved in DE&I discussions
« We expect conversations to expand in both depth and breadth

Organizations are measuring more metrics
« And becoming more sophisticated to focus more on leading measures

Communication is expanding exponentially
- DE&I is being covered in more vehicles

« Across all types of vehicles, organizations are planning to increase their
communication of DE&I

Organizations are adding DE&I to annual incentive plans
* There is not a “one size fits all” approach
« The “best” approach is tailored to the organization

Expect new initiatives to develop and retain diverse leaders
* Increased innovation and “out-of-the-box” programs

Pearl Meyer 17
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Join Us for Part Il of Our Discussion @

October 20 at 12 pm EDT

Panel Discussion and Peer Exchange “Part Il. Leadership
Equity — How Do You Move the Needle?”

Reqister Now

{:3, Moderator:
h Jan Koors, Sr. Managing Director and Western Region President,
: Pearl Meyer

Panel Members:

Beth Florin, Managing Director, Pearl Meyer

~ Evelyn Dilsaver, Director, Health Equity, Tempur Sealy, Ortho Clinical
~ Diagnostics, Protivi, Blue Shield of California, and Ballard Real Estate

Susan Sandlund, Director, Peckham Industries and Managing
Director Pearl Meyer

Pearl Meyer 19


https://us02web.zoom.us/meeting/register/tZwucu-hrD4iEt23e9wn7AK9_-vmlTeVu9B2
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Additional Reading @
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= https://www.pearlmeyer.com/knowledge-
share/video/gender-pay-discussions-in-the-boardroom

= https://www.pearlmeyer.com/knowledge-share/research-
report/2020-equity-diversity-and-inclusion-survey

= https://www.mckinsey.com/featured-insights/diversity-and-

iInclusion/women-in-the-workplace

= https://www.mckinsey.com/featured-insights/diversity-and-

Inclusion/the-black-experience-at-work-in-charts

= https://www.payscale.com/data/gender-pay-gap
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Virtual Programming

Thank You for Joining Us!
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