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Why DEI?

The business case for implementing a DEI policy

A diverse and inclusive workforce is more likely to..,

Attract and retain
top talent

Whan employees faed valued,
respacted, and mcuded, thay
ara mora Ukely to be engaped,
motivated, and productive
Thix, in turn, boosts emplayae
morala, satsfaction,

and retanticn

Orgamzations with inclusive
polsoes see 3 50% reduction m
employee turnover and 3 S6%

increass in ob performance’

Generate better business

decisions

= By smbracing diversity and
actwely mduding people fram
varous backprounds,
Ofganizations can tap into a
broader rangs of m=iphts
and knowdedge

s Rozearch has shown that
inclusve and diverse teams
have greator deversity of
thought, and therefore make
better business docwions

= Copntive deversity lnads o
battor business docsions and
more creative idass

s Companies m the top quartdo
for gender diversity on
executive toams wara 25%
more Likely to have above.
avesapo profitablity than
comnparnies in the
fourth quartile®

Bolster revenue by appealing
to a wide customer base

Consumar tuying pawsr & mora
diverse than ever, and customors
and clionts mereasingly expoct
organtzations to prontize
diversity and inclusion

They want to engage with
companies that reflect and
undorstand thair diverse neads,
values, and perspectives
Hawving 3 DEI policy not only
aligns with sooetal expectatons
but Aso anhances an
organization s reputation,
credidity; and customers loyalty
Over the past 30 years, mnonty
buymg power in the Untod
States has mcroased
exponentally From US§AEE
billion in 1950 10 UST3 trdbion n
2020), Natra Amerkzr, Asian
American, and Black commumerns
novwy account for 177.25% of the US

tatal buying powar®

"Deloitte, X022
I McKingay, 2020
' Detomse, 2022



DEI strategy and policy project management
Suggested process for ‘filling in the gaps’

Step 1: DEI Strategy Ownership

® Determme which ndeadual(s) withn the fem will take Wumate ownershp of your DE strategy and the creation and
mplementation of your DEI policy. The ndendual(s) should have experrnce of, or expenence related to DEI as part
of thew prmary funcuon, for example, Head of HR. Alternatively, i could be an ndmadual with 3 demonstrable
passion for DEI

Step 2 (Optional): Employee Survey

® Comder conducting an anonymous and confidentual frm.wide survey on DEI to gather thoughts and opswons from
your wider employee base to help shape your approach to your DE strategy and policy (see Annex | for 3 template
D61 employee survey)

¢ Share the results with employees and explan how the rewulis will be used

Step 3: Idea Generation

o Establish an ivternal working group on DEL In the spre of strong DEL thes working growp should be compened of
ndraduals from drver se backgrounds (1o the extent that thes s practxal) and from déferent buuness unts withn
the group. The working group should also nclude semor decmon makers withen the fem.

* Reoquest members of the working group to revew the matenal i thes document, specfically:
- Refloct on current performance
= Conmder the best practice examples prowded
= Review competrtor DEI policses, or those withen the wader ndustry
o Conduct an ivernal workshop with the members of the DEl working group. Uung the framework Lasd out i thes
document, use the workshop tex
= Determene your overall ambeion level
= Address the key conmuderations for each element of the 10 port framework— atk your solves each question and
brasstorm as 3 group
= Assgn responuibdities for the drafung of each section of the DEI polxcy
= Agroe next stops and tmelne for completion

Step &: Policy Creation

® Draft your new policy

o Seck further mput from workung group members and other employees as appropruate
o Segn off poliy and publish (publscly. profer ably)

2 DIVERBITY, CQUITY A MCLUBON | SEFTINGER 2023



1GT DEI Framework
10 common elements of a robust DEI policy

A strong Dnermzy, Eguey ang Incusion strategy regures putting po t comprohensavely
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Introduction ~
Setting the tone for your overall approach to DEI

Background Considerations

» DBl policy can be thoug } What will owr DE) policy aamn to acheeve? How

marstesto. Rs 2 pt))b( Fac g document that sems t anbetsouns do we want to be?

comemunecate your bobefs, what What do we bebeve about DET? Why do we

and how you plan on dong . Be wnk that way?

-
N we

he foundas

OF YO e e y e b

detad, your polxcy should be g :
HOW CaNn We COmmuUnIcate our feyms

ommetment to DRI

What will the fam ; é ategy &

| woc N for sort . : > : r 2t
The section = POrtant o e g the reor ol oo rmplerment od succe Fully 5

w your fem’s DE | str atepy by establisheng the : ’ ’
- =y = - What are the key takesways readers wr DE1 polxcy

shoud have?

ambetion level of your fm i relation to DEL & also

holps ¢ ¥rvey to your fem’s stakoholders ‘ '
. How do we want our stak Aders view the fym n
ntegrated DEI s n your operat

terms of DEI? How does that compare to owr peers

and wador nduntry?




Best Practice Example 1
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Setting the tone for your overall approach to DEI

BlBJC

Transforming the BBC

“Our ambxtion = to create 3 transformed, modern
organesation where you are happy, treated farly, dong
outstanding creative work, dear sbout expectations and
focused on deliverng value for 3l Everything we do relses
on us attracting and retanng the finest talent by aeating an
ndusive, dverse, nspring and trusted environment. There =
much to be proud of, but we must make dhanges. We want
everyone to commit to making a better culture”

Tim Dawie
BBC Dwector-General

Opening statement on trancformation of the whole firm
Dy 3 senior leader, demonstrating strong commitment from
the top down

TP

1 EXPANDING THE POOL OF DIVERSE SENIOR LEADERS

We will have dwerse successon pspelines for 3ll Band F and
Sensor Leader (SL) roles. The: wall mclude tarpotod mappng
of both mternal and external talent

2 INVESTING IN DIVERSE LEADERSHIP

We will mtroduce 2 hagh potentsl leadershep programme
with spnificant diverse membership, reflecting our ambetion
to meet our S0-20:12 tarpets, and beyond.

3. THE BIGGEST EVER GROWTH IN ENTRY-LEVEL OPPORTUNITIES

We plan 3 spnsficant boost n apprentices st entry- and mad-
career level and an expansion of the Assetant Commessioner
Programme mto other roles across the BBC

DElrelated
™ nm:‘;mmcﬂ‘—sd

&. SETTING A GOLD STANDARD FOR INCLUSION

We will create an extensive programme of ndlusive
behawviour tranng to support an ndusve aslture, supported
by 3 pan-BBC campagn around secking out and payng
attention to NEW Perspactives.

5. GREAT EMPLOYEE NETWORKS

We want to reform our D& stsff networks to help them
work strategically on behalf of employees and sudences,
and contribute to the success of the BBC nto the future.
6. ABBCFOR ALLOFUS

We will dentfy and champion 100 diverse role models.

7. ACCESSIBLE FRST

We will tackle 3 cudture of Sbletsm’ with 3 new approach to
accessbdity n everythng we do.

£. TRANSFORMING RECRUNTMENT

We will sot up 2 radical end to end review of systems,
processes, attitudes and outcomes.

S. CAREER DEVELOPMENT FOR ALL

We will create opportunities for all employees to fulfil ther
potential and take responsibdity for thesr carser.

0. MEASURING OUR SUCCESS

We will share 3 new BBC.wide framework for performance,

development and metrnics, starting with 2 Semsor
Leader index.

are realistic and achievable (Dy setting cut the comprehencive and tangible action the organization intends o take

DIVIRSITY, DQUITY & INCLUSION s



Explaining Diversity & Inclusion

WWd*tm-l
inclusion means at the company and specifically how
ld‘hﬂsumww&om:w
subject matter expert

TP

"Diversity sn't simply about assembling the right ratio of
paople with different characterstics or identities. It's about
understanding why those diffarences are valuable. Firstly
you start to think bayond legally protected charactenistics
and you embrace all the nuancaed vaneties of 'us’ - those who
make up our workforce and owr audkences.

Sacondly, from a business parspactiva, you stop thinking
about diversity as 3 problem to be solved and you start
thinking of it as an essential component In drving continuous
improvemant, success, angagemant, and creatmity, which

n the BBC's case 15 our Lifeblood. Without 2 wide range of
backgrounds, parspactives, lived exparences, and ways of
working we immediately mit our creatrve capacity.

But it's impossible for me to speak about diversity without
dscussing ncdusion. If we don't address the issue of incluson
wathin our organisation, diversity will ba seen as a falled
axpanment. We'll throw our hands in the air and say, "Well,
we racruited, we traned, we let them in... but wa didn't
kaep tham. And the ones we keap, they aren't present, they
aren't engaged.”

So we nead to think not only of numbars in terms of
reprasentation, but also in terms of the culture created
around défference. On screan, 1s diversity always a specialist
topic or Is it embedded in our programmes? Off screen

and in the workplace, are you gettng the best out of team
members? Ara they fully engagped? Are they bringing thair
true selvas to their tasks and being allowed to add the value
that naturally comes with baing included?”

Migucla Gonzalez
Diversity & Inclusion Lead, Nations

Souwres: B5C DES policy: hare
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Executive Committee Foreword

TIP Endorsement by the Executive Committee, demenstrating
commitment from the highest levels

Thes 15 a diversity and inclusion plan that matches our
ambition for bettar serving and representing our audiences
all across the UK.

Tha naw, bold commitmants that make up this threa-year
D&l Plan are not only orgamsational ambetions, thay are also
personal commetments from each mambar of the Exacutive
Committea.

Together wath our Creatrve Dwersity work—designed to
provide greater diverse reprasentation on-air, on-screen
and across our productions— our workforce commitments
outlned here will delwver the changes we need to buld
trust with our staff, tackle inequalities, role-model mdusve

behawiours and address under-representation.

Our peopla halp make the BBC such an important
institution—for the UK and the world. it takes a vast array
of shills, knowldedge and experiences to keep us on-arr, on-
scraen and relavant to our audences.

We ara bulding 2 BBC for all of us.

BBC Exccutive Committee
February 2021




Best Practice Example 2

Setting the tone for your overall approach to DEI

I

TIP Renforces DERI 2 3 key pillar ang buziness
priorty— "make DE] how we weork every day” iz 2 strong
statement that sets high expectations

DIVERSITY, EQUITY & INCLUSION DEFINITION

Our defition of Dewversey, Equity & indusion = We Al Belong.
A place where 3l of us hawe 3 responubidity to accelerate our
progress, and where we all are sccountable and empowered
to drive chanpe—here and m the world ¢ larpe.

DE1 VISION

Be yoursslf, chanpge the world Our vision 3t johnszon &
johnzon & for every person to use ther unique expenences,
backgrounds and sbidstes topether—to spark solutions that
create 3 better, healthser world.

DEI MISSION: MAKE DEI HOW WE WORK EVERY DAY

Our miz=ion &= to make DEl our way of dong busness We will
advance our culture of belongng where open hearts and mands
combne to unleash the potentsl of the brllont mix of peopls,

L

/
\

~

in every comer of johnson & johnson. We will areate equsty by
tadorng todls and resources to meet ndaadual needs, and by
continuously Emproving our systems and processes so everyone
has the opportunsty to reach thesr full potemtcl

Di it
Diversity iz about each individual’s unique perspective. =+

about each of us, cur colleagues and the world we care foe—ll
backgrounds, belefs and the entre range of human experence.

TIP Context as to what diversity, equity and Incluzion means at
the frm—ofterng ther cwn perspective and beliefs

Equity
Equity & tadorng tools and resources to meet the ungque
needs of each mdvidual and contimuously improving our

systems and processes, so everyone has the opportunity to
reach their full potential

Inclusion

Inclusion is creating 3 deep sense of belonging. where each
ndnadual = valued, each one’s ideas are heard end everyone
advances thes culture for everyone.

Our DEI Vision
Be yourself, change the world

Accelerate our global culture of
Indlusion where every ndnvidual belongs

Johnzon &

Our DEI Mission
Make diversity, equity and ndusion how we work every day

Wb

Build 2 workforce that reflects the
diversity of our communities

Johnzon

Enterprize
DEl Strategy

7’
-~

N
—

Drive inmovation and growth with
our business to serve diverse markets
around the world

Sourwx ormoe & jobeace DE polcy are

T~

outcomes for all



Anti-Discrimination

Define what discrimination means for the firm

Background

» A key elerment of a fwm’s DE| strategy should be to
eliminate any blas or discrenination that may occur
due to any difference In characterstics or identities, In
many countrnes, some of these characterstics and
identitses are prote ted hy l.aw, 50 your firm |llu|y also
has a legal obligation to take action to reinforce ths
In an deal world the contents of this section should
go without saying, but that is unfortunately not yet
the reality of the world we live in, Statng planly the
charactensucs and forms of discrnimmnation the firm
wishes to protect aganst helps to clearly

communicate to all ompluyw-. and other stakeholders

the expectations of Imhvhllul condhu Lt 0 there can

be no ambaguity

Guidance

* PROTECTED CHARACTERISTICS: pocily the protectad
charactonsucs and wonufies covered by the policy
For example, thes could include: age, disabidity, race,
ralipous belief, gender, trans or non bmary identity,
martal and cvil partnership status, pregnancy or
parental status, sexual onentation, socioeconomic
background, and canng responsbidities,

o FORMS OF DISCRIMINATION: | or the avordance of doubt,
define what consttutes discreminauon at the firm and
provide some explanaton as to why, This For
example, this could include

Direct discrimination: traating somaeone less
favourably than another due to a protected
charactenstic

Indirect discrimination: putting rules or
arrangements n place that apply to everyone, but
that put someons with a protected charactensuc at
an unfar disadvantage

DIVERSITY EQUITY A WOLUNON MPTENEER 2020

Considerations

o Defirang key torms 15 a vital starting point to any
polcy. Which protected charactenstcs and dentities
doos your firen want to spec I'y O ensure it s acting
nclusively?
Have you considered the opanions and vosces of
MINDIMy proups are |mmu <<m'.ll|un.x’ when «‘u'llm\]_’

ducnmination?

How can you ensure intersectionality between

different MINONLY Eroups IS appre wted?

What forms of buas and discnmanation do you want to
provent? What processes and polioes will you put in

place to support that?

Discrimination by assodiation: treating someana
less favourably than another due to an indwdual’s
assocation with someons with a protected

charactonsix

Discrimination by perception: treating somaone less
favourably than another because they are thought to
have protected charactersuc, when they do not
Victimisation: treating someona unfavourably
because thay reported an incident of discrimmation

Bullying and harassment: 4 repeated and
intantional action desgned to embarrass, intirmsdate
or hurt someone aither physically or emotionally,
often involving an snbalance of power
Microaggressions: a subtle staternent or action that
commurecates a hostile, derogatory, or negatve
attitude, Mcroagpressions are often considered
unintentonal but are nevertheless harmful



Best Practice Example 3

Define what discrimination means for the firm

% AT&T
Policy Statement

e ‘:‘-hnddmnﬂﬁ-
2023 Secrmingtony

ATET probebets ducrmmenation on the baus of race, color,
religion, relgous creed, national ongmn, ancestry, age,

sox, sexual onentation, gender, gender dentity, pender
exprosuon, phyucal duablty, mental duabdty, pregrancy,
medical condtion, genetx mformation, mareal status,
ceuenshep status, miltary status, veteran status, o any
other char actenstx to the extent protected by federal, state,

)

or local Laws. For mstance, New York City also prohbes
ducrennation on the baws of creed ATAT complies with thete
and other applcable EEO Laws and prohibes dacremenaton.
ATRET also strctdy probibes all forms of abumve conduct or
workplace harasument, ncluding semual and racal harassment
and harassement based on any of the characterntxs described
above. An employee’s actions, words, or behavior must not
create an murmsdating, hostile, or offensve ervrronment.
Employee: are not permeted to rduude, mtrmadate, threaten,
demean, or bully other employees, customers, vendor
employees, or any cther ndwduals weh whomn they mteract
Reemarks, comenents, ches, shurs, rmages, gestures, messages, or
socual medka posts of an offersve nature will not be tolerated.
k 1 3 violation of thes policy to ducrwrenate aganst or harass

anyone while working on behalf of ATET, ndludng co.
workers, contractors, vendors, or customers.

@lmuuur
Diversity and Inclusion

Demonttrates how e company will achieve dero
SN

Respect for people i 3 core value of the Renault Group. In

partcudar, & makes & possble to guarantee the dgrety of people,

non decrennaton, dversey, trust and qualey of Ife 2t work.

Rerault Group 1 comenitted to preventing all forms of

ducrmenation and to promotng deversity and nduson

among all ns employees.

As such, each of us undertakes i partscular tex

o Promote dwveruty i the recrurtment and selection of
future employees.

* Promote incluson at every step of working Lfe.

® Treat everyone with dgrety without favorenm and weth
respect for prvacy.

TERO DISCRIMINATION

Rerault Group pays partcular attention to the prncple
of non.dacremmation. Ducremenation i1 the unfavouwr able

treatment of 3 person or group of persons on the baus of
crrena unrelated to profesmonal competence.
S ATRY tx gy Recedt Code of Dva 2aca

Grounds of dacrmmation may include gender, age, racal,

ethne, notonal, socal, cdtural ongn, sexual orentations

or pender dentrty, duabley, phyucal appearance or health

problems, politcal or rebigious opemsons, trade umion activites.

Ducrmeration can result in comments, decmsons of

behaviour that wiolate dgrety and equality or that comstrtute

ntarecation of senous pretuure. k can mansfest tself n more

or less visble forms and ocour at any ume of professonal lfe.

On the other hand, mcrtement to decrwmration and

mtruction to ducremnate also constrtute duacrmenation.

Renaud: Groups ZERD dscremnation polcy strongly condesnns

ducrernation & all s forms and at any tme of profesuonal Lfe

Renault Group s asking each of us tex

o Do not practxce any form of ducrmenation under peralty
or punsshement, n particular that whech may result i the
exclusion of a recrutment procedure or an appontment,
access to an iternshep or tramng or create mequalty
the career management of employees (salary. promotion,
transfer. )

In order to eradhcate oll ducremmation, Reraul: Group

15 comemtzed to promoting employee tramng and

awareness and ensuring enhanced communcation, both

on the Whastleblowng system (see chapter %) end on

drcnmenatory bohaviowr end meauures.

In addwion, 25 port of s ZERO ducremnation polcy, Renaul:

Group has set up ZERO ducremsnation referents on all s stes.

MPTIMEEE 2033 | DOVERBITY, CQUITY & MCGLUBON



Best Practice Example &

Define what discrimination means for the firm

SIEMENS
Gamesa

Prohibited conduct under this procedure
HARASSMENT

D e T ey

Harassment 15 a range of unacceptable behaviors and
practices, or threats thereof, whether a sngle occurrance
or repeatad, that is diracted at, and 15 offansive o, another
mdwidual, and that 2 at, result in, or are bkaly to result m
physcal, psychological, sexual or aconomic harm.

Harassment (1) has the purpose or effect of creating an
numidating, bostile or of fensve work environment; (1) has
the purpose or effect of unreasonably interfanng with an
ndwvidual's work performance; or (i) adversely affects an
ndwvidual's employmaent opportunites,

Comprehensive account of what behaviours would constitute
harassment with the a¥m of eliminating those behaviours—
many of which are associated with decrimination (such as
Pegative sterectyping, of anvy behaviour that displays aversion
10 30 Indvidual or group)

TP

Harassment may take diffarant forms, including sexual
harassmant and abuse of authonty. it may include slurs or
nepgative stereotyping: threats, inwmidation or hostile acts;
danigrating jokes and display or arculavon in the workplace
of written or graphee matenal that denigrates or shows
hostility or averson toward an indvidual o group.

For harassment to ocour, it s not necessary that the
offender actually intended the behawor to be offensive,
hurmdiating or intimsdating. In thes intaracuons with others,
employees should always conmder the pomnt of view of the
other person m evaluating whaethar their conduct might be
regarded as unacceptable under the present procedure.

Harassment 15 normally prolonged and persistent, Howaver.
n axcepuonal cases, a single incident can be considered
harassmant if it s 5o severe that it has a lasting negative
mpact on the indwdual(s) concerned.

0 DIVERSITY, EQUITY A NCLUSION | SEPTENBER 2023

D

Harassment can take many differem forms and may include

among others (non.exhaustive Lst):

o Unreasonable mtrusion mto a person'’s peivate bife, such as
unnecessarly seeking to communicate wieh that person
outside of fiwe hours or when thay are at home

o Abusing or threatenng ramarks, both oral and written

o Conunual exclusion of a person or group from normal
communcation, work. or work.ralated socil activities

* Geltthing your staff's contnbutions and achwvarmaent

o Not allocavng tasks corresponding to the job descrniption

o Display of posters, pictures, electronic snages or written
materals which are offensive, obscens or objectionable

o Pressure, of fensive behavior, even refusal to communicate

o Conunual and unfounded refusal of leave application
or tramng

o Isolating, setting apart, excluding, rejecting, gnonng,
duparaging or humiliaung

o Conunual unpustified and unnecessary commants or
daliberate msults related to a person’s professional
competence

o Offensve or degrading comments, particularly m publ,
bullying, antagonism

Some behaviors that do not necessanly consttute
harassmant undar the terms of ths procedure, nonetheless,
be viewed as inappropriate m the work environment, and
may be dealt weh accordingly.

SEXUAL HARASSMENT

Sexual harassment 15 a sex-based behavior that s
unwelcome and offensive to ns reopsant. It includes any
unwelcome and unwanted sexual advance, request for
sexual favors, or other urvalcome or unwanted wnitten,
varbal or physical conduct of a sexual nature.

Sexual harassment may take two forms:

* Quud Pro Quo, whan a job benefit—such as a pay ree, a
promaotion, or even contnued employment—s made
conditional on the vt accading to demands to engage
n some form of sexual behavior; or;



® Hostde working environment in whach the conduct creates
condmons that are numadating or humdiatng for the victen,

Both male and fermale colleagues can ether be the victsm or
offender. Sexual harasument may occur between persons of
the opposte or same sex. Sexual harassment may also occwr
outude the workplace and/or outsde working howurs.

Depending on the crcumstances, sexual harassment may
nclude (non exhauttive lnt) unwelcome advances or
requests for sexual favors; sexual jokes and mnuendo; verbal
abute of 3 sexual nature; comments about an inddual'’s
body, sexual prowess or sexual defxences; leerng,
whesthing or touchng. multng or obscene comments or
gestures; duplay or crculation i the workplace of sexually
wggestive obyects or prctures (ncludng via emad). and any
other phyucal, verbal or visual conduct of 3 sexual nature.

Abuse of authority
The abuse of authorty i the enproper use of 3 posrion of
nfluence, power or authorty agamst 3 person or 3 group.

Abuse of authorty should not be confused with the usual
performance by employees of thes functions and dutses,
ncluding the execution of managerul and superveory
responubdities. Thes may nclude the provruon of advxe

or counseling on work performance, attendance or other
work related bohaviors in the conmtext of performance
management, which meght comprae crtscal comments
ndicating areas n noed of improvement. it may also ndude
the taking or enplementation of défficuls decrons on work.
related maues that may be the subject of duagreement,
recogrenng that the abdrty to express déferences of opewon
= 2 normal part of work.

S @ e Corene Trwreita s S e mimeet e s @b a g

i)

Reasonable actions of thes nature are not acts of harasument
and are not dealt weh under thes procedure. Actions are
conudered reasorable # they are in ine with the Company’s
Bumness Conduct Gusdelines or penerally accepted pencples
of marageral and supervisory dutses and responubdities.

However, these actions might appear to qualfy a
harassment f they are repetitive or systematsc and
carred out i 3 manner that & offersve, humdating or
ombarrasung.

Discrimination

Ducrenination = any datnction. excluson or preference
made on the bass of race, color, sex, rebpion, polrxcal
oprwon, national extraction or socul ongn (among
other characterntics), whach has the effect of mllfyng
or imparng equalrty of opportunty and treatment in
employment or occupation.

TIP Oefnion of ducrimination and the charactertitics which
are protected aganit under the policy

The Company prolwbes retalation agasst any ndwadual
who reports harassment or ducrennatory conduct or
partcopates i an nvestigation of 3 complant. Retalution
aganst ndmduals for reportng an act of harassment

Of dRcrImEnation of PArBICPILING N 3N MVeTtIZItON 1t

2 serous violation of thes procedure and, as 1 the case
with har ssment or dacremenation rself, will be subect to

ducplrary action.
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Equal Employment Opportunity A0

Providing equal opportunities to all A

Background Considerations

o Equal employment opportunmties po hand n hand ¢ Do our employees believe we are an equal

with your frm’s stance on ants. ducrenmation employment opporturety frm?

£ mployment opportunmes Ad NOT be affected What are we currently dong/should we be doeng to
by an ndhvachual s background, dentsty, or any other SN OPPOrtuNties are open to all?

char actormtic. Thes includes both negative and postive o What are we curremly dong/should we be doeng to
dricrwnmation —for example by favounng candudates ermure bus or decremenation (poutive or negative)
that attended the same urevermty as you for 2 doet not Impact workplace outcomes?

P omotion Are we aware of ary mstances where the fem's hewg
True comenstment to DE) froQur et L')u‘lr-( a the ways Pracixes of promotions were tected bry an

the fwm treats s employees n terms of offerng ndradual's preferences?

equal employment opportuntses to all, rather than

only focusung on quack fes’ that can yweld tangble

reudts over the thort term

Guidance

o TQUAL OPPORTUNITY STATEMENT o TQUAL PAY FOR TQUAL WORK ¢ dor adva ry
. ’ o MIRING L PROMOTIONS. | ur T = =
Recommended reading > 3 o pra



Best Practice Example 5
Providing equal opportunities to all

Equal opportunities policy
ENCOURAGING EQUALITY FOR EVERYONE

We are proud to be an equal opportunities employer
and encourage diversity throughout the business.
We work dosely with other broadcasters, leading
businesses and equal opportunity organisations to

All of cur polices embrace the primnoples of equal opportunty
and our commetment to ensure that no member of staff or

b applicant will be treated less favourably n 3 manner wihach
conflicts with the proveons of any relevant equaley legrdation.
Equaley leg=lation recopreses 3 number of protected
dharacterstcs Age, Dsshdey, Gender donty or expression,
Marrope and Ol Partnershp, Pregnancy & Maternety, Race
(nduding the rzh Traveller Communey), Religon & Balef.

Poltxcal Opruon (lep=latvely rocognmed n Northern iroland

status withen the sbove groupeng. ITV willl not tolerate unlawhul
decrmnation based on any of these protected dharactorstcs.

characteristics 33 defined by Law,
and those

By the company

We recognese the value of mvolbving everyone n the
promotion of equal opportunties and dversity, and each
busness has s own Ambassador for consultation and
nformation via dlected representatves. We also have
mumber of mternsl networks to support and promote
Sfferent groups (eg ITV Pride, Women's Network) Iz 15

our fem commetment that no part of our business should
use forced Isbour or chid Isbour, and we are puded by thes
prmaple n establehng relationsheps with supplers. The
specfic exception to thes & when we engape chld performers
to work on our programmes and in the event we comply with

the strct regulations in place across the ndustry.

Equal Opportunees shall apply n 3l condetons of work
ndudng pay. hours of work, holiday enttlement, ack pay,

o

matorney/ paternety enteloment, pensions, recrutment,
salection, trasnng, promotion, sheft work, and work allocaton.

We monitor the composition of our workforce and may take
Lowful posstive action = appears that the effoctveness of
thes policy can be snproved.

opportunities practices within the organeation, tresting
behaviour whach meght be regarded as unfaxr or descremenatory.
far trestment of all ndwaduals withen thor department, with
partcular reference to recrutment, selection, trasneng and
development cpportursties and work allocaton.

TIP Placng responshilty spon all employees o support
egumiry in the workplace

Positive action

Positive discrmnation & not lawful in the United Kingdom.
However, where we reasonably thenk that persons weeth
particular protected charactenstic are deadvantaped or have
different noeds, or that ther partiapation n an actwity =
disproportionately low, we can take Lawful positve action
needs or to Increase particopation in the actmty

The composmion of the workforce and of b applicants will
be montored on a regular bass. Should mequaltes become

apparent then, 2= far 2= practxcal, lawful positive action will
be taken to redress the mbalance. Examples of the type of
action we could take mdudes: trasng opportunsties and

encouragement of people of underrepresented proups.

TIP Posive action in an attemgt to tackle systemic
mequalities

These actions will not postively decremenate and any
recrugment selection decions will be bazed on the
candhdate’s skills and expenence.
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o

Discriminatory conduct In the caza of 3 third party, such 2= a freelancer, subjectng
TV wall not tolerste discnmmatory behaviour by any of ks 3 colleague or any other person working for or providng
employues, or any other person prowiding servecas (such as services to [TV, to unfavourable treatment, we will also take
frealancers or contractors). approprate action.

Asy colleague who subjeicts anather colleague, agency If you believe you have been trested unfavourably on
workes, contractor or applcant to unlswful discnmmnatory grounds of your sox, mantal ot owil partnarship statuz,

treatment of any knd. may ba subjoct to action under the parental status, race; relgion or belef, politsezl opinion,
Discplnary Policy. disabdity, ape, sexual orantation, or gender identity e

exprassion, please discuss it wath your manager in the

Nt Y el forst instance. Alternatvely, please contact 3 mamber of
TiP tl-rm 'ua"-'nu § gy eauat the HR Seam:

Where an act of delbarate decrimination s proven, such
behaviour may be considered gross meconduct and could

result m summary desmessal

Savees: [TV wgual eppertunty policy barg.

“w DIVERSITY, CQUITY & WOLUTION WFTIVEES 20212



Best Practice Example 6
Providing equal opportunities to all

>
accenture

How we foster a culture of equality
WE ARE COMMITTED TO EQUAL PAY FOR EQUAL WORK

Committing to equal pay for equal werk *or 3ll employees
™w wdnm?ﬂ;m

Az Accenture, pay equity means that our people recene

pay that = far and conssstent when conadenng samdaney

of work, locstion and tenure 3t career lovel. We conduct an
annual pay equity review, and our Last review was conducted
n November 2021. As of November 5, 2021, we have dollar-
for-dollar, 100% pay equsty for women compared to men, n
every country where we operate (countnes with de mmneme
headcount wers excluded from the analysz). By race and

n countries where we collect thes dats (the Untod Seates,
United Kingdom and South Africa)

What we believe

Accenture’s purpose i to delver on the promese of
technology and human ngenusty and our commtment to our
people, dients and communsties & to accelorate equalty for

Seurcx: Accestors DE sstugy e

o

all. Our purpose and our commetment drives our Enovation
apenda, helps us delwer 360 value, and ensures we act as 3
responsble busness leader.

TIP Lrking the company’s purpese and product/service
offering %0 equality, and explaining beliefs 25 %0 how this s
2 driver of value for the company

k ensbles us to attract, develop, mspre and reward top
talont And 2t creates an environment that unleashes
mnovation, allows cur people to perform at ther very best
and underpns 2 culture i whach everyone feels they have an
equal opportunty to belong and buld 3 carcer.

TIP ReaTirming that thic commitment comes from the very
top of the company—from s CEO and Board of Directors.

Thes commitment starts at the top with cur char and dheef
exscutve officer and Board. And we expect leaders at all
levels to help create and sustan 2 culture of equaity, where
everyone can advance and thrive. Our areas of focus mdude
gender, ethmoty, LGETIQ+, reigion, persons with desbdites
and cross-cultural dwersty
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Reporting & Accountability

Establishing mechanisms to tackle discrimination or bias e

Background

= Once we have definad—in the pravious ants-
discrimination section—what we are trying to protect
indmaduals from, we must establish mechanisms for
holding those who commat such offences accountable,
through reporting channels and a dearly defined
procedure to be followed in the case of internal

anSUEJUDnS.

It Is important to note that the mechanisms for
holding indviduals accountable must be fair and just
to all parties, both the accused, the accuser, and

(where diffarent) the individual against whom the bias

or dl:cnmln;mon occur I'Gd.

Guidance
= REPORTING CHANNELS: channels for reporting incidents
should be:
— Set up In an anonymous, accessible way
— OF varying formats
— Include some examples of channals, e.g. a specal
emad address set up for reporting incidents
= COMMUNICATION: it 15 important that:

— All employees are encouraged to take responsbidity
for tackbing bias and discrsmination

— Channels should therefore be communicated clearly
so all staff are fully aware of where to go when
thay witness, or are victims of, discrimnation

— All employees should be encouraged to report ther
concerns—as it I1s batter to report and ba
investigated (but wrong) than to stay sdent.

= INVESTIGATIVE PROCESS: it = wmportant that:

— The process 1= formal, mpartial, and treated as 2
factfinding axerce=e

% DIVERSITY, EQUITY A NCLUSION SLPTIMEER 2023

Considerations

= Are you able to offer multiple reporting channels, of
which at least one 1= anonymous?
Could you consder asking external counsel for advice
on the most appropriate channels for your size of
business and working style?
How can you ensure employecs are aware of all
channals avallable to them?
How can you ensure that, once an employee reports a

complaint, that all parties are protected?

— Thea process should be formally documented and
transparent throughout, with tha corract controls in
place to protect the privacy and best interests of
tha people involved

— Thosa accused of bas or discrimenation have a nght
to appeal the result of the Investigation

= OUTCOMES: the outcome of the case should be taken
sanously. Depending on the sevenity (and o not already
engaged) it would be prudant to employ legal counsel
to discuss the appropriate next steps—whathar that
ba 2 written warning for something less serous,
suspen=zon with pay for somathing that shows a
pattarn of behawiour, or in more extrema casas, finng

= REMEDIAL ACTION: 3= 3 prowth stape business it s
smportant to raflect upon policies and processaes to
understand of anything can ba changed in future, to
prevent bizs/discrimination occurring again. Consdar

putting topather a group for a retroactive
nvastigation nto the processes and channels usad.



Best Practice Example 7

Establishing mechanisms to tackle discrimination or bias

SCOPE

Procedure

BREACHES
breaches may bresk the Law. We take dear and strong action
to manape breaches.

For colleagues, thes will be gusded by our Ants haraszment
and Bullyng policy and our Desoplinary Procedure. F you
are found to have breached thes policy, we will deal with thes
matter a5 3 case of possble meconduct or gross mesconduct
under our Deoplnary Procedure.

For volunteers, breaching thes policy could result n the
to leave ther voluntoer postion. k may also mean the
volunteer 1= not able to voluntser n future.

For Trustees, breaches of thes policy will follow the pusdance
the Code of Conduct.

For members, breaches of thes policy will be pusded by the
members Code of Conduct.

REPORTING INAPPROPRIATE BEHAVIOUR
k & your responsbdity to report any mappropriate behaoviour
whach may po agamnst the: policy. We will support you to

rase concerms.

TIP Actively encouraging employees to incidents of

possgible bix or duorimingtion, and
responsidiy

We don't expect colleagues, volunteers, Trustees and
members to be experts on diferent types of dscremnation.
And we know you mught not sbaays be certam someone’s
behaviour has breached the policy.

The most mportant thing & to never IgRore any Napproprite
behawviour. Inappropriate bohaviowr can also take the form of
lots of seemngly small madents. F you notsce mappropriote
behawviour from anyone nvolved with Scope, we encourage
you to take action  you fed sape to do sa.

A

REPORTING ROUTES

There are several ways to report an madent of descrsmnstion.
That mught be something that has happened to you or
something you have seen happening to someone else.

Colleagues
Option E Report the madent to your line manager

Option 2- Report the madent drectly to HR by emading
Employee Relations

Option 3 Use our anonymous reporting tool to report
the modent

You can find 3lso more sbout how to report madents n the
Ants Haraszment and Bullyang 3t Work policy.

k will usually be your choxce whether you want us to
mvestigate the madent or not. There meght be some cases
where we need to mvestigate the madent to protect you or

other colleagues.

F you use our anoaymous reporting route, we won t usually
be able to mvestpate the nadent. But s stil helphul for us
to know about nadents that are happoning. Thes data wall
help mform the work we do to make things better.

TIP Providng medtiple cptions
m&.mm
2 of 37 ancmymous chaanel

dincremination
epecally the

INVESTIGATION PROCEDURE

Any mvestigation will be carned out by someone with
the nght expenence. That person won't have had any
mvolvement in the madent before the mvestgation. The
mvestigation must be thorough, mpartl and senstve.

You will be grven 3 provesonal tsmetable for the mvestgation

TIP Ciearly sets out 2 structured approach for handling any
nstance of reported bias or discrimination, providing
clarity to 3l parties 35 to the Inwestigative process
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We will arrange a meeting with you as a first step. This will
usually be done by your line manager, or equivalent f you
are a volunteer, member or trustee. If your lne manager is

nvolved in the incident, the meeting might be arranged by
another appropriate person, for example 2 senor manager.

That meeting will usually ba arranged within one week

of recesving your complaint At tha meeting you wall give
your account of the avents. You howve the nght to be
accomparsad by a colleague or a trade union reprasentative
of your choice. They must respact the confidentiality of

the investipation. You will be asked if you require any
adjustments for the meating.

Tha nvestigator will arrange further meatngs with you as
needad throughout the iInvestigation.

WHAT ACTION SCOPE WILL TAKE

i tha sanior manager dacdes that discrimenation has token
placa, wa will act quickly to address it. i 1t 1s another
colleapue that hos been discnimenatory, we will deal with the
matter as a case of possible misconduct or gross misconduct
under our Disoplnary Procedure.

Where tha perpetrator is a third party, customer, agency
wiorker, contractor, supplier, volunteer or visitor, appropriate
acton might include:

s puttng up posters explaining what behaviour 1=
acceptable and unacceptable

s spazking or writing to the person or thair manager about
thesr behaviour

s banning them from the premises
® termanating a contract with tham

Mnmdgﬂnwm
L the firm may take where blas or discrimination has been
determined to have occurred

Souwres: Scope DESJ policy hars

2] DIVERSITY, EQUITY & INCLUSION SEPTIMEER 2023
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For volunteers, breaching this policy could result in the
volunteenng agreement anding and them baing asked
to leave their voluntear position. it may also mean the
volunteer = not able to volunteer in futura.

For Trusteas, breaches of this policy will follow the gudance
in the Code of Conduct.

For mambars, breaches of this policy will be guided by the
members Code of Conduct.

APPEALS

If you are not satisfied with the outcome, you can appeal in
writing to a more sanior manager. You need to state your
full grounds of appeal You need to do that within 1 week of
tha date on which the dacsion was sent or given to you.

We will hold on appeal meeting, normally within 1 weak
of recesving your written appaeal. This will be dealt wath
impartially by 3 manager who has not previously bean
involved in the case. Thay mght ask anyone praviously
involved to be prasent.

You can bring a colleapue or trade umson representative
to the meating. You will ba asked if you require any
adjustmants for the meating.

We will confirm our final decision in writing, usually withn 1
week of the appeal haaring. This 1s the end of the procedure
and thare 15 no further appeal.

Including an appeal process for Instances where to
np umu;u-thm-mu-um

Including escalating the matter to a more senlor manager



Governance
Putting governance structures in place to help deliver on DEl strategy

\

O
\'\r )
Iv\l )

Guidance

= DEOFRCER: Datermine who will be accountsble for = DEICHAMPIONS: DE] champeons may be used by fams

the overall mplementation of the DEI policy and
advanang the frms progress towards s wision
Ideally thes will be 2 sensor executive or other member
of staff with an appropriate or relevant postion. From
a practical standpomnt, ® would make sense to be the
same mndndual with cwnershp of the DEI policy
project. For best practice, your frm could aeate a
‘Cheef Dwversity Officer’ posstion.

= DE COMMITTEE: conmder establshing 3 DEl commttee.
As sbove, £ may make sense to mvolve at least some
of the ndnviduals who contributed to the DEI policy
project, as they will hopefully be more mvested n the
policy’s mplementation having been mvolved m s
production. Lkewse, thes commettee should be

the extent that thes & practxcal) and from dfferont
business units. At least one member of semior
manapgement should have oversight. More ambtious
frms or those with sgrsficant workload i relation to
DEl may want thesr commettee to meet on 2 monthly
bass, though quarterly should be sufficent.

wath many dfferent teams under each hegh lovel
business unt. While not swolved n the decson-

to ensure that each team has at least one member

who 1= proactively consderng how DEl affects that
team, and can update the rest of the team on the
fum's DEl actnaty.

LINK TO PERFORMANCE: ‘or those mwolved n the DEI
commuttee, consider making progress agamnst the
fem's DEl goals 2 part of anmual performance

LEADERSIIP: make 2 commetment to improve the
dversity of the firm'’s senior management and board
reflecting on how you can improve dversity of
thought n the firms leadershep team.

= REVIEW: scknowledge that the DEI policy & 3 bve

document that will evolve and be updated over time
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Best Practice Example 8

Putting governance structures in place to help deliver on DEI strategy

Morgan Stanley

Governance and Accountability

Ownership and responsibility for diversity and
inclusion at Morgan Stanley starts at the top. Our
leadership drives inclusion and belonging within
their organizations by championing our strategy
and personal accountability.

We rely on deeply embedded governance and
accountability measures to guide our strategy and
advance our cfforts

TIP Semmarnrg vitemite cumership snd responsibility *or
DE1 22 the company

LEADERSMIP ACCOUNTABILITY AND ENGAGEMENT o ¢
leadershep, mcludng our Chasrman and CEO, and our Board
of Drectors, i actively mwolved n dwversrty and nduson
efforts both Fermwade and n each dwveon. They shape

ST AOPOS 1O EMProVe representation, support the retention
and advancement of uﬁ‘oﬂm.wf!od ofhpluyw‘k. and
foster nduncon and belongng

GLOBAL DIVERSITY AND INCLUSION TEAM: (r plobal Diversny
and Incluson team and our Human Retources Busnes
partners provade advesory and programmatic support

to leaders across the Frm. The teams budd and deploy
solutions to advance our dwversty and ncluson strategy,
mantan 3 contmnuous dulogue with key stakeholders and

monntor our endesvors 1o onure ef fec trveness

OIVERSITY COUNCILS: Dvver uty Councls representng all
levels of the organtzation help advance our objectives and
champeon a global culture of nclunon and belonpng. Every
busness and regron has an active councd that helps leaders
dosgn stratepes and solutions to address thew needs and
the neods of thew employees

OIVERSITY REVIEWS: Furmwade drvasonal and regronal dversty
reviews are conducted each year and are attonded by Fem
leaders, owr Human Resources leadershe team and our
Global Deversty and Inclusion team. Through these reviews,
we evaluate and track each drvimon’s efforts, commements
and acvors. Addmonally, our leaders regularly meet with
our Board of Dwectors to ducuss our efforts, progress and

ongomng challenges

ot~

hape the ttrategy. DRI team 20 advite and tupport leaders

I sovorr e

Meet the Advisory Board
JAMES P GORMAN
Ohalrman ond CRO, wwsao
Morgon Storiey Hpona beder ston
S—
SUSAN K RDD Presidene,
otk Meod of Dvwerily Mortem (NASren 't Jore
ond InClation
CUZAMT CORLEY
OO sdvisory board o* Former CHO, Allianz
external profetsonals Globol invessor
comgrtied of 3 Sverse
I experenced goup
of Contuitants, Lawyers, el
m MoKy & Compony
CHO s the chalr of D8)
dvinory board

Sowrie Vergen Stavioy s DTN sdvnery ed tng
20 Srvees

TV EQUTY A L uBOm wWrTivecs 00

LANAYA VN PERRY M. TRAQUINA
Prevdent, Cogual (Formerty bormer Ohoirman and (RO,
Conter for Tolent novetion) Wellington Mom?

CITA OmAR RAYFORD WiLns
Meyer Foldbery Profetier of Former CRO, Diversfed

Bumneties of ATRT

SAMONT MARTAN DN YOSH0

Cobounder § Co GO, Garts Dwector of Conter for Diversity,

L 0T A Inciusion § Belonging, NYU
Schook of Low

COLONEL RCw MORALLS

Army Officer & Profetior,

Unied Stotes MlRory

Acodemy, West Point



Best Practice Example 9

Putting governance structures in place to help deliver on DEl strategy Ry

Sd&"ﬁ'gre.f

The mplamentation of our DEI strategy involvas savaral
different bades and stakeholders, working hand in hand

wath tha plobal DEI team.

TIP Several layers of govermance including:
= DEZJ Board
= Global DERJ Strategy team
= Local DERI champions
Veluntary Emgployee Rescurce Network Groups
White this structure is of
Mmﬂdﬁ ltanum;h B
o engage, dm-dmm

= DEIBOARD: A plobal group of top ileaders raprasenting our

different businesses and zones of operavons, the DEI

Board acts as a scunding board for tha global DEI stratepy

and tts members commit to be DEI champions and
advocates. The board s gender-balanced and sponsored
by thres Executve Commettae mambers.

= HUMAN RESOURCES (HR) COMMITTEE: Tho cornmittes includas

the CHRO as well a5 all HR heads of operations,
businessas, and global functions. They act as a sounding
board and champuons of our global DEI strategy and

actions. Members of the HR Committae set DEl ambstions,

and drive investmant and delvery of local action plans to
enable local country, regional and entsty teams'
contrbution to the Company’s global DEf ambition. HR
Committes mambers snsure gecpraphical and entity DEI
Laadars are i place w0 achiove desired outcomes.

* GLOBALDEI TEAM: The Global DEI team defines the strategy

and = accountable to deliver on pur DEI transformation,
weorkng wath tha DE! network and reporting to both the
DE: Board and Human Resocurces Commetes. The taam
works in close collaboration with the HR Center of
Excellences (Talent Acquisitian, Talent Managermaent,
learnng and Rawards), Global Sustainabdity, Internal

Sowrs: Schamider Elactric’s DESI polcy: barg,

communications, and Marketing and Employer Branding
teams, as well as with the broader HR and Communication

acosystem,

LOCAL AND ENTITY D8 LEADERS: DE! leaders and ambassadors
are rasponsibla to develop and deliver local, regional and
antity DEl actian plans and change management that
meats local regulations and addressas country-spaafic
situatsons. They are sppomnted by HR Commttee members
and are responssble to partner with local HR teams, HR
Canter of Excallances (Talent Acquesition, Talont
Managament, Rewards), Internal cammunications, and
Employer Branding to animate local acton plans in
support of the global strategy. As a member of tha global
DE! network, these leaders and ambassadors convens
ts-monthly to share bast practices and address cormmon
challengoes.

EMPLOYEE RESOURCE NETWORKS (ERNS): ERN< are proups of
employaes with similar backgrounds, experniences,
charactarstics and/or who share 3 characteristic, 2 paszion
or mterest and comvena to dscuss and advance 2
particular agenda. ERNs are employes drven, volumtary,
and apen o all employess. ERNs are establshed globally
and locally. Among others. Schnaider Electnc has ERNs
forused on woman, amarging professionals, Black
professionals, and LGBT+ inclusion. ERNs are crucal in
dalivering transformation from the bottom-up.

HR CENTERS OF EXCELLENCE (COES) G lobal and local Talent
Acquistion, Talent Manapament, Raewards, and Laarning
twams are raspansible and accountabls wa apply induszion
and Carw by desipn at all stages of the Total Employee
Expenenca. These policy, system, and process owners are
axpacted to ensure farmess in global and lecal people
processes and polioies, and fostering a culture of mclusion
and care at all lovels of the organizatson.
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Recruitment @\
How to attract (and retain) a diverse pool of candidates

Background Considerations

= Incorporating DEI Into recruttment practices can be = What polices can the firm put in place to eimmnate

affactive n improving employee dversity metncs, but conscious or unconscious bas in its hinng practices?
must be ncorporated throughout the entire Are job descriptions reflecting the firm's DEI
recruttmeant process all the way from writing and ambtions?

advertising job descriptions, to the ultimate How can the firm position itself to be attractive to
hinng decision. candidates from all backgrounds and identitias?
The first poal should be to attract a larper and wader What actions can be taken to improve candidate
pool of diverse applicants by appealing the indvduals deversity over the short, medium and long term?
from different backgrounds, and those with diverse
charactenstics and dentitios. Without thes, your

company will be bmited in its hring choices. Starting

Is the application process inclusive and considerate of

accessibility requiremeants?

from this baseline will sat the rest of your company's

process up for SLCCQss.

Guidance
RECRUITMENT PROCESS _ ki

o 2d|lJf-Il’Y' ents to the OB OPPORTUNITIES craating |::.E1 srtunties that are

('*Llf.tlrl‘.-: recrutmant procass Aminate Das ;znd '.rlC'ZZI{IC.:A.v o~ to attract or accommodate

encouraging hinng indivaduals fro

n diverse backpre ndeviduals,

ds, particular gro or example through:

fe sxample through ~ L ' (.
or exampila througic - ,,?'c-rm;. alttarnativa pomnts of entry \e.g. iInternships
s Ensurng l.:’1p_u;l-5c In pob dt:::'lpt ons = Pfk"ii!l’l'_i!d n apprenticesh p=) for mdenduals who may have bean at

an inclusiva way so as not to deter indnvaduals with a disadvantage for conadaration if they had

).:".IZIIJLJ! Kxenuties or Zihilf Acteristics "r-:lrr ’.hT'ZIIJ‘:h thea ’.r.'lljl! ONal NIFINE process, ’.VZlf exam .'l\'!
o 4

s Conducting a 'blind’ recruitment process where dua to not graduating college or university.
information that could imply a certain cultural or s Activaly counteracting disadvantages by partsiopating
y ) - B Y E
, \
reliprous background 15 removed In an attempt to n outraach programmes (@.g. Insght days) that tarpet
E - £ E B Y E
elsminate unconscious buas spacific proups, for example tackling socioeconomic
* Clearly communicating in job descriptions and desadvantages by offering insight days for indmaduals
throughout the hring process that the company 15 an from schools whose pupils tend to come from
equal opportunity employer and 15 committed to DEI underprivileged backgrounds, or by offerng
s Elrmnating the practice of preferrng candidates that raturnships” for those who took an extended

CarQor Dreas.

attanded specific schools or colleges. (Exampla:

Deloitte’s ‘contextualized recrutmant’) .

s Providing trasming and education to employeas who

. for axample allocating opportunities to those from
are involved in making hirng dacsions on DEI topics example allocating opportunitic A
typecally underrepresentad backgrounds

Partnenng with DEl recrutment experts (Example:
EmployAbility DEI consultants offar a range of

sQervices lI"lIZl.."I: ng rec ruitment procass JlJ:jl'.,:



Best Practice Example 10
How to attract a diverse pool of candidates

Google

Hiring

To buidd 3 workforce that truly reflects the world, we must
priomtoe ndusion from the very first outreach.

To that end, we scaled the expertese of high-mmpact
teams ke Empower, which specclzes n recruting
underrepresented talent for techrcal and non-techmecal
roles. Empower reached across our entire recrusting
ecosystem, traming 200 Google recrurters n 3 range of
product areas to become trusted advocates for dwerse
talent—exceeding all year-over-year poals In tumn,
partiopating recrunters brought key learnngs, trends, and
qualeatve dats back to the broader recrusting team.

TIP Specalist recruitment teams that are decicated to
recruting diverse talent & leveraging internal employee
resource groups

We al=o launched communty-specific educational programs,
ke our new global e-learrng, which aams to equap heng
manapers to better axsess candidates with deabdstes or
newrodverpence. Crested n partnershep with the Desbdey
decrion-makers address thesr biases and adopt more ndusve
behaviors—whether around communscstion etiquetts, job
descriptions, or Interview approaches. Based on £ impact, we

Scurex: Google 2002 Diversity repert bars

TIP Designing job pestings srcund

0 encourage
applicants from maore dverse

2 300k

How we present our open roles—and who finds them—on
determme whether 3 candidate feels empowered to apply
or not- That's why we mamully reviewed over 5000 pb
postings across Ewrope, Africa, and the Mddle East, with the
goal of moreasing representation of women, Black talent,
and people with dissbimes, During the review process,

we reduced btzs n content and wording for job teles,

we examined case studes across the region to uncover new
ways to attract underrepresented groups. We extended that
to the Black communsty across Tech, Cloud, and cur busness
and sales teams, to help us reach undescovered talent in

South America’'s most populous country.

SIPTIMECR 2023 | ODIVERSITY, CQUITY & MCLUSION )



Best Practice Example 11

How to attract a diverse pool of candidates

Ny dpd

Thes = an exoting opportunity to jon a fast paced, dynamsc
organsation with 2 strategy to double ;m size by 2025,

We asrently have n excess of 60 Apprentsces i varyng
Emgmeers, Marksting, Finance, Network Operations and
People & Talent to name but 3 fow

are sble to show our DNA whech mcorporates Hard Work,

During your Apprenticeship you will be prowvided with
opportunities to develop your knowledpe and skills through
vocational qualifications whils at the same tsme contrbute
to the team you are placed n.

To be part of thes exciting opportunity you will need to show
by structured tramang. Starting with our excellont mduction
programme to familanze yourself with our organesation,
then at approxamatsly 3 months your apprenticeshep wilt
begn mcorporating whachever qualfication = requred for
you to learn and develop the skills you will need to succeed.

TIP Asprenticeships offered, helping to provice alternative
routes of entry for non-sniversity or college graduates

Inspire
Apprentxceshps, and Employment for pecple with learnng
dfficulties and disabdities. Working with government, local
schools, collepes, and chartses to Inspre 2 new way of

As 3 Desbdty Confident Employer and 3 Valusble

S00 commtted company, DPD locks to create further
opportunities ensuring every area of the business = mduded
n thes part of our mdusion strategy:

Souw OF01 caven réormsten Sy

2% DIVIRSITY, CQUITY & NCLUSON EFTIMEGE X213

TIP Setting targets for

representation n e m&

mﬂ.n—mmn—

“Our vimion & to have at lsast one desblad person, nduding

in each ares of the busness weh the godl of offerng them

full srme employment, n 2 meannghul rote that adds value to

the mdnvidkal, DPD and soasty 25 3 whole through structired
Work Expenence, Internship and Apprenticeshp cpportunsties”

Supported Internships

ntemchips for Indvicals with spedal educational
Ll needs and disabilities (SEND) rough partnerships with
local schools

At DPD we have acted as 3 host employer for young pecpls

Supported Internships are 3 structured study programme
that enzble young people with an Education, Health and

We partner with local schools, colleges and local authonties
people with the skils they need for work, through learmang
n the workplace.

Inclusive A ticeshi
and have 3 Heslth and Care (EHC) Plan.

ther manaper and 3 provider to enmure that Jll the approprcte
reasonsble adprstments are made to ensure the Apprentce can
have 3 successh start to thes career weeth DPDL



Best Practice Example 12

How to attract a diverse pool of candidates

'@fs@ ¥

People

We are focused on developmng, engaging, and retaining a
deverse workforce and leadershp team because the more
our workforce reflects the diversity of our consumers
worldvwade, the better and more authentically we are able to
sorve those consumars.

TIP Reaffirms commitment to diverse talent acquisition and

explains why —because believe a workforce reflecting

Talent Acquisition

Disnay takes a meaningful and measurable approach to
axpandeng our pipebne of wide.ranging talent, and we take
care to follow industry best practices, includng marketing
roles on platforms that reach broad audiences; using
respectful, welcormning Language in our job descriptons; and
formung Inclusive panals to interview candwdates, We also
offer optional traming to support leaders m identifying,
attracung, and engaging a multsfaceted talent pool.

CREATING OPPORTUNITIES FOR HBCU ALUMNI

Now In its second year, Denay on the Yard continues to build

a commurety for slumni from Hestoneally Black Colleges and
Universtes (HBCUs) and provide meaningful opportunities

for HEOU studants who deaarn of one day workng in the
antartainment feld, The program bulds on Deney's support of
HECUs through scholarships and engagernant with students,
faculty, and alurne, Focused on bulding a robust, leng term
pipeline of Black talant, in fiscal 2022 Disney on the Yard
Launched an insugural surmemar program in which students from
HECUs received unique on.the.job expanence with Disney,

ATTRACTING DIVERSE TECH TALENT

Disnay 15 working to attract wide.ranging talent to our
technology teams. We are proud supporter of The Grace
Hopper Celebration of Woemen in Computing, the world's
Largost gathanng of worman and nonbinary people in

Sowon Ohney DO wmpact wlormethon Ly

wachnology. In fiscal 2022, we supported the confarence,
both in-person and virtually, as a top tier Emerald sponsor
with more than 300 Disnay representatves attending. Since
2020, Duney has also participated in AfraTech, an annual
gathening of tachnolopsts focused on celebrating Black and
African Amencan community, culture, and mnovaven. These

confarences, and many others, enable Disnay to angage with
prospactive talent and share mnovavons and content from
across the Company.

TP Wmmm

T
(‘)"mm
BREAKING BARRIERS TO ENTRY

In fiscal 2022, Duney's Lucashilm launched the Get in

tha Door initative, which offers a robust wabsite and
documentary video seres showcasing vanous Disney

career opportunites and how to buld a rewarding career

in the industry. The meiatve encourages talent from
underreprasented backgrounds to explore careers in
entertainmant production, it reaches a broad cross.section
of audiences, allowing them to ses themselves in these roles
theough a wide network of sociul platforms, prasentations,
and recrustment avanues.

DEVELOPING DIVERSE TALENT IN ANIMATION

The Walt Duney Studios supports the professional
development mitiatves of LatinX m Animation (LX), a
signature program of the Latino Fldm Institute, by hosting
talks to mspire artists in thair own work and facilitating
networking and hinng opportunives for LXOA membars. LXIA
15 dadicated to umsting a talented pool of diverse mnovators
across the ammation, visual effects, and gaming industries.
Theough our collaboration, talented groups of Latno
creators are empowerad to oraft excepuonal stories across
muluple platforms and help brng valuable perspectives to
our talent pipeline,

SEPTEMBER 2023 | DIVERSITY, EQUITY & INCLUSION 25



BM Toch Re-Entry = 3 full tene. pad returmsbep program for
sechneal profesmonsis who took 3 bresk from the workforca,
for ons o more years, axd are lookong o restart thew caroers:

ne .:a-.ﬁ.-m‘hﬁ;mﬁ“-'h

Roturning professonsts can refresh ther sholls weh
prescrptve learang plans and werk on real wordd hgh
mpac: peosocts. Partcpants hove access 1o the Iatest

Scuro BMy DER repert 2uve

2% OOTETTY, IQUTY AMCIUSON | SFTINGCS 2

descplirary teams 20 hooe ther expertne and delver on
disers creacal solutions.

The program fosters an mcluave and colizboratve
emwrcament where ndnaduals lookng 2o restart ther sach
returnang to A full tene Sfesr gradeatang.



Best Practice Example 13

How to attract a diverse pool of candidates

g

Policy on the Recruitment of Ex-Offenders Apple recognises that sach employes contrbutes 2 waalth

£ ¢
Diversity indludes. Inclusion smpowsrs. And whan we of perspectives to our culturs. We seak to tap nto this

: : o - n tmnto h
bring everybody m, we can do the bast work of our bves extraprdinary resource and mcorparata It mto how we do

‘e - 3 - ]
topether. That's why we continue to strengthon our long- buzngss with our cimtornaers and communities. 4t Apple, we do

not discriminats on the basis of any protectsd charactorisucs

standing commitment to afforts such as inclusive hring and
such as (but not Umited to) pender, race. athnc graup, disability,

davelopment and equitable pay for all
or relipion when recrutting, hinng, and promoting.

TIP Opening recruitment opportunities up 1o thoze who are We welcome applications from a wada rangs of candidatas,
mlmxm: m including those with creminal records. Wa treat sl applcants
records would result In losing candidacy for a job role, fairly and do not dscriminate unlawfully agamst the

subject of 3 dsclosure on the basis of conviction or other

Infarmatipn ravesied

HIRING OUR
HERVS=

40,000+ Veterans and military spouses hired 80 hrs. Military Service Pay

since 2013 Is 3 banefit that provides elgibla US. partners (employsas)

= 300 HIRING FAIRS ATTENDED ACROSS NATION _ supporting with 80 hours of pay asch year when National Guard or
transtioring servwa members. Veterans and Reserve service obbgations take tham away from thair work
military spouses. with tha company.

* T4 EMPLOYMENT SUMMITS SPONSORED — wh Hing Our Heroes
1 suppart of thar 100k Milzary Spouse Hrng mtiatva. TIP Employment support snd opportunities cedicated to

those who have served in the military and their families.

Proactively wunuﬂ: group through participation in
employment fadrs 30d events, 30d 2 partnership with the
Hiring our Heroes programme

Sowres: Apple's UK carwens pelicy bure

PTIMEER 2022 IVIRSTTY, TQUITY A INCLUSIDN 2?



Training & Education

Empowering all employees to take DEl into their own hands

be both mformative and actsonable

Guidance

- "mmmgwﬁﬂ
may be under-represented within your firm when
compared to the wider communmes your frm
operates n, may benefit from tarpeted trasmng and
educational opportunities to support thes carcer
development. For example, through 2 Diverse Leaders
traming programme that aams to support carcer
growth and opportunmes for lagh—performng,
hagh-potentl candidates from dverse backgrounds

= UNCONSOOUS BIAS TRAINING: unconsoous bias tramng =
2 popular type of DE tramng whach socks to rase
awareness of the judpements we unconsoously make
based on 2 person's characternstics or identity, and
how that affects owr actions. The evidence on s
effectiveness, however, = moed.
— Recommened Reading: Bohavioural Insghts Team,

Unconscious bas and diversity trasmeng—what the

28 DIVIRSITY, DQUATY & NCLUSON SFTIMBER 202
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= ‘l__mww
trasnung for the mdwidusl(s) responsible for
mplementing your DEI strategy to encourape ther
leadershep on the topic. For example, an online course
Unmversity Equty, Dversity, inclusion, and Belongng
Leadershep Cortificate.

= MODE OF DELIVERY: dolvery of DEI tramng and
educstion = most lkely to take place onlne through
an exsting trasng platform, and can be erther
developed n house (typecally where one or more DEI
topics represent ndnvadual modules withn 3 Larper
bbrary of tramng and educatonal content) or
outsourced through an exsting DEl traseng provader.
You could also consader mviting subjoct matter
experts to delsver semunars / host workshops on
partxcular topics for 3 more mteractive approach.

= RESOURCES: your frm could prowide employees with 3
bbrary of DEl-related content 33 3 source of
unstructwred DEl educaton



Best Practice Example 14

Empowering all employees to take DEl into their own hands

S&P Global

Eskalera DEI Learning Experience

n 2022, we expanded access to Eskalera, a DE| learning
and development platform, to more of our S&P Global
colleagues. Eskalera s an meeractive tool for detaded skill
bullding and practice throupgh self paced mcrolearning,
Content covers topics such as authenticity, empathetic
bstening, allyship and psychological safety. We aim to
aquip people with the tools needed to experience ongoing
success through knowledge, skills development, increased
connection and meaningful insghts

TIP mmwv:manwm

The learmng journey focuses on fosterng skils that are key
for bullding inclusive envieonments, as well as increasing
career success and job satisfacuon. When colleagues feel
heard, confidence and trust increases. In addtion, we further
support the learning experience and enable opportunities

to form meaningful connections and dialogue through
learning circles,

As we continue to roll out Eskalera across the organization,
we look forward to surfacing and shanng analytical insghts
about the markers of growth,

Effective Interview Skills Learning

We strive to ensure that our hinng managers and
Intarviewars ace supported when making beeing decisions,
especially with dwerse candudates

TIP  Yargeted OF! traindng tpeciticaily reating 1o hirkg practices

Research suggests that conducting a structured mtarview =
eritical to addressing baas in the hinng process, Having clearly
defined b spechicavons allows the nterview team to make
more accurate hinng decisons by evaluating skils needed

for long term success in the role,

Addisonally, aligning on these skils eleninates common
evaluation petfalls—such as "culture fit” or "Uke me” buases
To better support the sourcng and selecton process, In

2022, we launched our Effactive Interview Skills traiming

The trainng, mtended for hinng managers, focuses on the
following themes:

® Creating a structured mtarview process,

o Defirng claar b spechicavons and using inclusive
Language

o Ensurng all candidates are asked the same set of

QUESLIONS,

.E.: paradigm
“i:5* Reach

Paradigm Reach s a modern and interactve elearmng
soluvon that delivers enpactful dewersity, equity, and
melusion taming o any employee, anywhare, anyteme

On-Demand Access to the World's Leading
Diversity, Equity, and Inclusion Experts

Reach contant 15 taught by Paradigm experts Dr, Evelyn
Carrar, Dr. Carmsa Romero, and Joelle Emerson, leaders who

Sowon SAP Globel DEAI report 2022, Genersl Ploctric Lot

have ploneared research in the space and halped wvansform
divarsity, equity, and mclusion strategies for the world's
most forward thinkng companies,

TIP Outsourced online DEI traking platform Leveraging
Ol expeorts

EZRA: Create change from within

Coaching helps all your employees get the skils they need
to take conter stage

TIP Online DEI coaching for employees using pro-made o
bespoke programmes

SEFTEMBER 2023 | DIVERSITY, EQUATY A INCLUSION



Inclusive Culture

Fostering a culture of inclusion for all

df&
Uhei

Background

= A recrultment strategy incorporating diversity

Considerations

= What proactive actions are the firm currently taking

considerations Is not much pood without an inclusive

culture. Without this, a firm = unbkely to retain 1ts
employees if there are mdviduals who feel thay do
not fit, are not walcomed or acceptad, or f thay
beliave they have been exduded due to a protected

charactenstic.

Inclusvity does not have to maean that we ipnore the
differences between individuals or pretend they do
not exist, but rather the holy pral = to foster a
culture within the firm that respacts and values these

differences, where individuals all feel seen, heard, and
supported.

Guidance
* CRITICALLY EVALUATE YOUR EXOSTING CULTURE: /f you
conducted an employes survey, you may already have

a good idea as to how nclusve your employees view

tha firm. Feedback from that survay can help point

you towards areas in which there may be room for
improvemant. Basides the survey, think critically
about whathar there are any existing barnars to
divarsty, aquity, and ndusion in your company and its
cultura. ¥ so, work to remove thaem. For example:

— Make adjustments to the office environment to
improve accassibility to those with physical
disabilitses such as sight mpairment or one requinng
the use of a whaeldhair

= EMPLOYEE RESOURCE GROUPS: consider supporting the
creation of ERG platforms for employees. Thase are

ssantially mini communities within the firm for

indiaduals with shared identitas, characterstics or
intarasts, which can be used to improve vsibility of
these groups at the frm and foster 2 sense of
belonging. To make these gproups more effective, slign
tha proups objectives with the firm's DE

strategy. Example:

DIVERSITY, EQUITY A NOLUSION MPTENEER 2

to foster a culture of inclusivity?

Are there any existing barriers within the firm to an
mndusive culture? If so, how can we tear them down?
What platforms can the firm offer to its employees,
to enable them to celebrate diverse charactenstics?
Are there any other structures or polices in place
that nead amending to alipn with the firm's DEI
stratepy and ambitions?

— Providing funding for ERG members to attend
professional events related to thair dantsties or
charactenstics

ENCOURAGE ENGAGEMENT: ancourage engagemant from

all employees, regardless of ther wdantity or

characterstics. For exampla:

— Through an LGBTQIA Allies network, so that
employees besides thosae dentufying as LGBTQIA
can support and get mvolved.

MENTORSHIP: mantorship programmes, by connacting

mora junior employees with senior tearm members

who share an identity or charactenstic offers the

mentor a chance to ‘give back’, and the mentea a

chance to learn from someone whose background or

axpanance aligns with ther own. In partscular, to gain
derect axposure to an iIndividual in 2 leadarship
position can be a source of insperation.

UPDATE OTHER FIRM POLICIES: having developad an

upgraded DEI policy, you might want to ravisit othar

@asting pobioes such as your Code of Conduct or

Supplier Policy to ensure it 1s abigned with your DE

strategy.



Best Practice Example 15

Fostering a culture of inclusion for all

<> Nielsen

Talent and leadership pipeline

In October 2022, we started Prepare to Launch, 3 12-month
mentornng program for hgh-potentsl Black employees at
the mad- to semor-level The program cons=ts of mentorng
ardes, where five to six partiopants are pawred with an
executive leader to hone ther leadershp shills through
both direct mentonng and executive coaching. The program
= nomnation-based and serves as an opportunsty for the

TIP Mentorship programme Unked with an educational angle
akin t0 an In-howse MEA programme

Our Women's Leadership Grde and Hispanic Leadership
Girde programs are for mad-career employees. These
employees on the leadershep track, provide partiapants with
development tools, access to networking opportunites and
other educational resources. Particpants not only develop
leadershep capabditses, but also gan exposure to Executve
Sponsors to propel thetr career trajectory at Neelsen. At
the same time, we encourape particpants to share ther
learmangs with thewr own teams and find ways to mpact
dverse representation i ther roles. We've already seen

it

promisng results-for example, one Women's Leadershp
Crde graduate helped mcrease the number of women n
the Neslsen Sports Operations team by T20% n two years.
in 2022, we had over 60 partiapants in both the Women's
Leadershp Crde, which & offered mternationally, and the
Hepanic Leadership Cirde, which = open to US. employees.

The Diverse Leadership Network (DLN) program = our
whach prowvides the opportunity to take exscutive educstion
courses at Emory Uneversity

DLN = open to mud-career top performers throughout the
company. Our 2022 DLN dass recorded 3 retention rate

of over B0%, with nearly half of the partiopants moving
nto 2 new role after grackation. Each anmual dass of
coaching and monthly workshops, 2= well 2= the chance

Partiopants receve 3 certificate of completion in executve
education from the unsveraty at the end of the program.

“From the [Dwerse Leadershp Network] program, | learned
stakcholder manapement, networkng, culture champeon. So
much! But the most meanmngful thng that | learned = that |
have the power to create what t s that | desre”

Dana Parker
Membershep Manager, OLN Class of 2022

ADEPT ALL-IN Balieve cares Grean
ADEPT AL BELEVE Cames GRERN
Al & Dt Sociopwen A - Lesderdip & m&—#‘C—-m Detvry Sccsul Action Thecugh mw
- Nasn = even oS < Ne
HOLA Marhata MOSAIC NATIYV
HOLA Mif-aza MOSAC naTmw
Hagcurs: Orgunzation of Commctiog empiopen of Muitrword Orgenzeton e A Tvhe
Londers 10 Action Lc s dwscant Seportiy e boictee Tiltoe gerc Yoo
< Nesa < Netoa < Ngisa < NG < Nesa
N-GEN Pride SABLE SERV WIN
N-GEN PRIDE SABLE SERV L
lu.-&:rcx-c-::‘ LCST+ 8 Al S—:—.l‘anﬂd ?-tl.&*ph-m W = N

TIP Array of resource groups allowing employees to engage with others who identfy 23 part of the same growp acress 3 range of
characteristics,

identities, cxperiences and interests

Souree: Accantars’s It of Emgloyes Resccrcs Geoupx: bars, Ninlaen 2003 £56 Repert bace
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Fostering a culture of inclusion for all

Unilevev
We spent €818 million with diverse
businesses in 2022.

Our supplier diversity programme is now live
in 22 key markets, and we are encouraging our
existing supplicr partners to join us in driving
positive social change.

We are commatted to creating 3 more Incdlusve supply chan
whach ncorporates dverse busnesses. These ore bunnesses
whach ore owned, managed and controlled by members

of under.represented or menorty groups i the country n
whach they operate.

In 2022, our spend with dwerse busnesses reached CB18
melbon, thanks to the growth of owr supplier dversny
programeme whach 13 now bive n 22 key markets. New
partnerships with suppler dwversty bodwes such as She
Trades and Suppler Gateway have helped us to expand our
programene into new markets and amplified owr advocacy
efforts. By the end of 2022. 551 supplers had qualifed for
the programme. We also plan to contmue to phase thes mto

mow markets to drve postive socual change globally.

We are supporung ouwr dwerse supplbers to overcome the
barners that have stood i ther way i the past, by promotng
axcess lo sklls, mentonng and firance. For example, n Kenya
we ore partnening wieh Crebank to offer access to preferential
firanang for wpplors whach are owned by women

To help expand our dwverse suppler programme, we
contnue 1o encowrage our supplers o sgn up o our
wpplber dversty plodge. We are also explorng ways lo
measure our spend with Tier 2 suppliers— deverse busnesses
who supply our supplers. In 2022, we successfully pdoted
Ther 2 deverse spend reporting In the US and we hope lo roll
the: out lo more markets In the near future

TIP Updated Pbicy 1o retlect the

Cwe Db t2rategy and praePiet

Swrin Sl OF wsotegy ood poas az

n SOWERLTY EQUITY & MGLUBON “rtivecs 003

We are piloting a new Equity & Inclusion
Advancement Framework

We are developing a bespoke framework to assess
our policies and practices so that we can identify
the opportunitics to implement interventions that
counteract biases where they may exist.

Equey i the cormerstone of ouwr ambeion to be 2 Beacon of
Dwersty and Indlumon - for the benefr of our people ond for
our busmess. We beliove that dverse tearms operating wehen an
ncluve ervircrenent can wpport our am to unlock busness
performance and respond faster to changng consurmer neods.
Our 2022 UniVoxce survey confemed that we ore malong
progress towards cur ambeon, with BA% of ermployees agreong
thae our leadershe stands for Equey, Dversey and Incluson,

In 2022, we Laiunched an Equity Advancemnent Framework
to prowsde an n-depth dagnostx of all aspects of Equey,
Dwersey & Incluson across our business 30 we can tarpet
ntervention: to clmenate systormec bunes withen our
processes and systems. Using the Framework, we have 5o
far revsiowed more than 20 areas of our HR practices, such
a3 recrustment, talont management, loarnng, employee
Istorsng, data analytics and wellbeng. Thes work has
provaded important nughts nto the barners to equety
each of these areas and mformed actions to help us ackseve

more equitable outcomes for our employees.

In paraiel, around 900 leaders have partcpated n the
Urslover Loadershep for Purpote Programme whach ncluded
an Inclusve leader assesument to meanure key competences
for Equey, Diversey & Inclusion. The resulzs have mformed our
three pricrey areas for future capablay bulddng: advocatng for
oqaty, counteractng buas and buddng peychologecal safety.

TP ST LT



Best Practice Example 17
Fostering a culture of inclusion for all

[ 477
People with disabilities and diverse wellness
needs are important to our workforce.
We enzure we have accessible workplaces and support

our employees to be ther best sslves. Our mtention =

to recognze and bring awareness to the full spectrum of
different sbilties and wellness needs, to ensure we are
ndusive beyond the “tradmional” defintion of dessbisty.

TIP Clear statement that accessibility & Impartant to the

buziness and why © that they believe thic
allows employees 20 thrive through the provision of an
Inclucive adture

Culture of Inclusion

creating an environment and culture where all employees
can thrwve.

Accessibility Toolkit
An acceszible workplace means not only phy=cal

and communecation technology 1= accessible to 3ll cur

and we've developed 3 toolkst to support accesshdey.

Sourex Coxa Cols sccenablity ricrmation bavs

it

= VISIOR: Tools for people who are blind, color blind, or have
low vison.

= MEARSNG: For those who are hard of hearng, have hearng
loss, or have deafness, we prowvade solutions ncluding
dosed captioning, mono sound and bive call transcnption.

* NEUROCOIVERGENCE: Innovative tools such 2= dictation and
Windows Hello spn-n can make the digtal world more
accesgble for those who lve with dy=lowa, seures,
autism or other copnitve differences.

= MENTAL HEALTH: We provide asssstive technologies that
help with dstraction, reading and concentration for
peocpls lvang with bepolar desorder, amoety, PTSD or
Seprezmon

Lanpuape: As 3 global company, we span across many

countries and numerous lanpuapes. Languape assistance and

transzation technologies enabls us to work in our preferred

Languages.

F you are an indwidusl with 3 desshdsty and noed 2
reasonsble accommodation to assit with your job search or

Maling amendments and accommodations o the working
Ll -i—b——mh:“—
helping to foster an inclutive culture
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Data & Metrics

Selecting the metrics—and setting targets—relevant for your business

Background

= As the adape goes, "what pets measured gets
managed”. DEl 1= no different. Daveloping your overall
DEI strategy should help point you in the direction of
tha kinds of data you should be collecting, and

metrics you might want to track in order to gauge

how your firm 15 parforming i terms of DEL

Guidance

s HARD DATA: vithin reason, your fiem meght want to
bepmn collect hard data on its employee base in
ralation to any of the protected charactenistics (for
example, age, dsabdity, race, religious balicf, gendar,
trans or non-binary identity, mantal and cil
partnership status, pregnancy or parental status,
sexual orientation, socloeconomic background, and

canng responsibdities). For best practice, offer a

‘prefar not to say’ option.

— Recommened Reading: European Commession,
European Handbook on Equality data Chapter T:
Dwersity monitoring by organisations, 2016 ravision
(Link here)

s SOFTDATA: corsidar carrying out your employes DB
survay (example provided in Annex ) on an annual bass.

This could ba on a standalone basis or as part of 3 wader

employee satsfaction survay, and should be anonymous.

If your survay allows, consider ncluding questions that

A

Considerations

s What protected charactenstics / aquality data doas
the firm want to track?
What s the best method of gathering personal data
in a way that protects our employeas?
What are we going to do with collected data? What
nsights do we want to glean from it?
What goals should we set aganst key performance
ndicators?
Who will we share this mformation with?
Managemant team only? Employees? Investors? The

wadar public?

would allow you to sepregate the data based on
dentmies or charactanstics (where this would not
nfringe upon respondant’s anorymity)—this should gve
your further nsights. For example, understanding the
gender split in responses to the statement ‘the firm
offars equal opportursty to all’ could help to idantify
groups which have bean the subject of consciows or
unconscious bias within the firm.

= METRICS: determine a set of matrics you think would

halp the firm measura its performance aganst its DEI
strategy. See below for a non-exhaustive List of
potential metnics you might consider.

= TARGETS: Depanding on your firm’s ambition level, it

could ba halpful to define both short-term and
long-tarm quantitative targets across kay matrics.
Targets should ba ambetious but achevable, and
reflact your firm's DEI bebefs and overall strategy.

EXAMPLE METRICS
Total % of [XJ Employees % of [X] Promotions
% of [XJ Employees by Management Level Turnover by [XF
% of [XJ* New Hires Average Time In Management Levels by (X

l@l

4

*Spacific identities or characteritics, such as those whe identify s female, deabled, belonging to an ethnic mincrity, etc.
? Daversky category, for example gender, race
34
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Best Practice Example 18
Selecting the metrics—and setting targets—relevant for your business

BIBJC

Explaining our new 50:20:12 targets

Using pradictive analyss we have determined our new
deversty goals and commitments, announced by our new
Director.Ganeral i September 2020, In his mtroductory
speech to colleagues, Tim Davie committed to creating an
organisation which reflects more accurataly the socmty we
serve. That means a gender balance at the BBC, at least
20% Black, Aman and mmority ethnic staff, and building
from at least 120/0 disabled staff towards reflecting the
UK population, In addition we will deliver 50:20:12 plans o
build our socio-economic diversity, as wall as ensunng we
are truly incluseve for all LGRTQ+ amployees.

GENDER 50%

We remain cormmitted to acheving gender balance at alt
levels of our workforce, Thes includes representation of men
and wornan, and we are currantly In the process of running
2 staff divarsity census which will for the first time capture
non-binary or non.conformeng dentities

ETHNICITY 20%

Our 20% target for the representation of Black, Asan and
minonty ethose seaff and leaders takes account of the fact
that our major hubs are located in the UK's most diverse
aties. Our city hubs should make a larger contribution

to thes target, while regional offices should reflect the
locations they serve,

DISABILITY 12%

In consultation with deabled staff in 2018 we set a goal of
12% o raach by 2022, Thes 1s now our public commtment
andd we pledge to review progress and incrementally mcrease
the targes untd we batter reflect the dusabled population

of the UK,

Sowoe: B6C DD Man 20212025 hacy

LGATQ

ONS estimates the UK populavon s 2.6% LGAETO+, At the
BHC 8.9% of our staff have told us they are LGBTO+ and
many stll prefer not to say. LGETQ+ representation at the
BHC 15 strong, but we know from staff surveys that many
of our LGATQ+ seaff sull aren't open about thair LGETO+
Tdantity at work. We commit to increasing the number of
LGBTQ+ staff who are open about thair LGRTQ+ identity i
the workplace to at least S0%.

Provides additional have
TP e context a8 1o wivy certain goals

SOCIO-ECONOMIC DIVERSITY

Thes s a relatwvely naw area of best practce and we
currently only have S58% of staff who have declared ther
soclO.aconomic background. Through our 2021 census we
want to boost declaravons to BO% and use that data to set
a muanngful target, to be announced m July 2021,

TIP Updated targets as progress is achieved, demonstrated
through reporting data year.on year

BOCI1516  BRC W20 2020 ﬁ

MEASURE UNIT FULL-YEAR FULL-YEAR TARGET
Gender ALl staff LERE Y 48.9% SOm s
Loadership 41 4% a50% Som N
HAME AlL staff 114% 151% 15% X%
Loadership I 11.9% 15% X%
Disabiity ALl staff ST 9.4% [ 12%
Loadership 1.5% O Hm 12%
LOBTO+ ALl staff nfa B8 i Over 50%
out at work*
Losdership n's 09% (1Y Over 5O%
out at work*

* Defined s baing open sbout your LGETQ* identity to your manager, mesured by
o arnusl vl sy
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Best Practice Example 19

Selecting the metrics—and setting targets—relevant for your business

B Microsoft

We gather a range of data that is presented in
specific ways in this report

BROADER MICROSOFT AND CORE MICROSOFT

Broader Microsoft business includes the core Microsoft
business, plus minimally mtegrated companies. Employaes

of joint ventures and newldy acquired companies are not

ncluded in the data.

Linkedin was acqured in Dacember 2016. GitHub was
acqurred in juna 2018. We provide standalone data for these
two acquisitions. Nuance Communications was acquired

n March 2022. Minimally integrated gaming studsos wara
acquired starting in juna 2018, with the most racent
acquisition. ZamMax Meda, occurring in March 2021,

Cora Microsoft bumness reprasents 83.9% of the worldwide
broader Microsoft workforca.

DATA GATHERING AND

All data on gender 15 collacted globally. Numbars for gender
may not total 100% due to inclusion of people who identify
as transgender, non-binary, or who choose not to declose.

Racal and athnic data reflacts the US onby. Numbers may
not total 100% due to mdusion of people who choose not
to disclose.

Parcentapes are calculated to the 1100th but rounded and
publishad i 1/10th. Differentials may diffar sbightly due

to rounding. Totals may not equal 100% due to rounding
or because denominators ndude people who choose not
to disclose.

Hestorical numbers may differ slightly due to rounding and
refinemants in mathodology or data capture year over year.
Unless otherwisa indicated, data presentad 1= a snapshot
taken on June 20 of the year referenced.

L oo LT

REPRESENTATION VS. POPULATION
At Microsoft, wa look at employee divarsity data through
two different lenses:

Reprasentation data indicates how partcular groups are
raprasented in tarms of their parcentape of the workforce
as a whole.

Population data looks at headcount numbers, companing
year-ovaer-year absolute growth within a particular group.

Both of these ara important to consider in achieving our
goals for greater diversity and mnclusion. As Microsoft grows,
year-over-year rapresentation numbars may not tall the
whola story of progress, because the base workforce number
15 also Increazng. For a proup to ncrease reprasentation,

thae population of that proup needs to grow at an aqual or
greater rate than the general employee populaton. Looking
at population offars an iIndation of absolute prowth vathin
groups to pant a broader pictura of true progress.

RACE AND ETHNICITY CATEGORIES
Data refaranced in thes report reflects numbars reported to
the US Equal Employment Opportunity Commession basad

on these categones

ASIAN: A person having ongins in any of the onginal peoples
of East Asia (China, Hong Kong, Japan, Macau, Mongolia,
North Korea, South Korea, and Taiwan), South Asia
(Afghanstan, Bangladesh, Bhutan, Indka, Maldives, Nepal,
Pakstan, and Sri Lanka) and Southeast Asia (Burma, Bruna,
Cambodia, East Tenor, Indonesa, Laos, Malaysa, Phlippines,
Singapore, Thailand, and Vietnam).

ELACK AND AFRICAN AMERICAN: A\ parson having oripns inany
of the Black racial groups of Africa.

Includes definitions of
TP e

data points to provide

HISPANIC AND LATINX: A person of Cuban, Mexican, Puerto
Rican,Central or South American, or other Spanish-speaking
culturae or onpn, regardless of race.

NATIVE AMERICAN AND ALASKA NATIVE: A porson having ongins
in any of the onginal peoples of North and South America
(ncluding Central America) who maintain tnibal affiliation or
community attachment.

37
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NATIVE HAWAIIAN AND PACIFIC ISLANDER: A\ parson having ooipms

in any of the onginal peoples of Hawan, Guam, Samoa, o
other Pacific ldands

WHITE: A perspn having origins in any of the origmal peaples
of Europe, tha Middle East, or North Africa,

MULTIRAGIAL: A\ parson who identifies with mare than one of
the above six races or ethnecities.

LEVELS AND ROLES
Az used ;m this report only, the following descriptions apply
to tha core Microzoft businoss:

EXECUTIVE: Executsvi roles across all funcuions.

Souvrwe: Micruseft 2022 DE] repect haes

38 DIVESSITY, CQUITY B WOUNON | MFETINGER 2023
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PARTNER + EXECUTIVE: £ mployess with various partnar and
executive rolas across all functons

DIRECTOR: Employeas wath varous director rolos scross il
functions.

PEOPLE MANAGER: E riployeas at any level with at least one
employoe role roporting to tham

INDIVIDUAL CONTRIBUTOR: Employees at any level wathout any
employoe roles reporting o them.

TECHNICAL: The talant architecture smstiative was Launchod

3 fow years ago to batter posiion Microsoft to grow and
ratain our talent through snproved data msights of our roles
benchmarked to markae,



Supporting Initiatives 0@\1

Practicing what you preach

Considerations

= Do wa know what best practics looks ke, and whara

Background

= While your DEI policy lays the foundation, a dverse,

equitable and inclusve firm will not buld tsolf
Suppoctng mitiatwes noed not form part of the
formal policy, but rapresent the stops your firm takes
o implement its DEl policy to maka your vision 3
raality. Hura = whaore your firm has tho opportunity to
set itsolf apart

throuph tanpble action,

Depandant an your ambstion Level, it = common to

begn by implemaonting some of the more

commonplace ntiatyes.

Guidance

= MEMBERSHIPS: your firm could bacome a sgnatoey o

principies or codes that seak to uphold strong DEI

values, for example:

- The Woman's Empowermant Principles of tha
Unitad Navons

— The Unsted Natons Standards of Conduct for
Business Fighung agamst Dischmimation towards
LGBTI+ Peopla

- The Intarnatianal Labor Orgamization's Labar
Standards managing deabdites n the workplacs

INDUSTRY GROUPS: your firm may consider becoming 2

member of an mdustry group relating o advancng

DEI, or otherwise petting involved in argansatans

that promote DEL For oxample:

- D&I Leaders Club - 3 free tojoin community of
515,000 DEI professaonals

EMPLOYEE BENEFITS: uppracding your frm's employes

benofits packape where thay could have a postive

impact on diversity, equety or inclusnaty. For example:

— Increasing the amount of paid paternity leave
offarad for naw fathars

can we sosk inspirstion for DEl-related mtistves?
Arg there any spocific DEL.ralated workplace benafits
wa can provide to support o employoes?

How can we go shove and bayond the bare mememum
tn offer somuthing to uxsting and prospoctive
amployees that setx us apart?

How can we demonstrate true leadership?

— Offerng flexible working acrangemants to
accommodata employees with carer responsibistios
EXTERNAL ACTIITY: your form may wsh to advertes as
strong DEl peactices more publicly, particularly  you
believe it could be a differentiating factor to any of
your various stakeholdaers. For axample
— Participating in DEl confarances to share
experionces and learmngs
- Sponsorships of avents promoting one or more
diversa charactaristics, g local prde paradae
DEIREPORTING: jir oducing a publicly availabla anmual
DEl report 15 a famastic way of demonstrating to yoar
stakoholdecs axactly what work you have done, are
doeng, and will do to furthor advance DEl wehin the
firm. While your DEI policy 15 a static document, an

annual report allaws you to highlght specfic actions
you have taken, to disdose dats and metncs, and to

provide commantary on progress and naxt steps—or
any other information you wish to share.
PRODUCT/SERVICE CONSIDERATIONS: finding & way to
promote your DE valuas through the products and
sarvices you offer, where applicabla
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Best Practice Example 20

Practicing what you preach

¥ Valuable

500 fod

v

[r _5-‘;1‘;&:\

Ty
GENERA"DN ?:rslitrw‘glsussive
EQUAUTY Growth

Global business partnerzhip of 500 UN-supported forum for acvancing Partnership between the OECD and 3 global,
companies working together to end gender equatity CE0-lad coalition of companies fighting
dizability exclusion. against inequalities
5=
e WOMEN’S (']_:0"!" kgt
AR EMPOWERMENT O il
el LA PRINCIPLES 9
An inltiative of the United Nations Human Principles offering guidance on how to Muoltinational companies working with the
Rights Office promoting equal rights advance gender equakity and women's ILO i relation to disabiRty In business
for LEATQLA+ empowermant

%‘l’s@ !
Employees Celebrate PRIDE
D=ney = 3 leadar in LGETY + workplace equality. Thousands of

members of Disney’s workforce partcipate m LGETO+ busness
employee rasource groups and LGBTQ+ Pride evants globally.

TIP Company.supported employee participation i DEL
related events

LVMH

LVMH and its Maisons are committad to craftng 3 more
nclusive world. From our marketing campalgns co our store
axparence, wa srisure that everyone feels representad and
respectad. At tha Group level, we amplify and advecata

for the promotion of diversay and mclusion through global
communications, puttng the spotlight on cur engagemant
and raflecting our divarsety of talents, sectors and metiers.

the way the tirm of f
TIP moew Whoutluvm“m

Sourcs: Nislsan 2023 ESG Repert: bars
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Our Maisons also strive to ropresent the dwarsity of our
clients and raflect the plurality of the world, while marroring
tha local fabnic of socwtsas.

<> Nielsen

Community outreach

Qur team advocates for under-representad groups and
promotas deversity, aquity and mclusion in our local
communitsas. We work with organizations mcduding tha
Advartising Research Foundation and GLAAD. Wo also
provide pro bono dats and consulting through our Data

for Good program and the Nelzan Foundation. To suppart
srall businessas, which are the backbong of so many dverse
communitss, woe provide rasources, iIncdluding pro bono

consulting, via our Small Business Resources wabsite

Proactively engaging with under-represented
L and onbosrding an mmm.mwmm

Initlatives.

To stay on top of issues that matter to our mdustry and
clients, we work wath an external advisory council of
markatars and media professionals, They provide diverze
perspectives on our vanous strategkes. We siso work to
influence pro-busmess and pro-talent pobioes (includng
amicus briefs and diversity pledges), and promeote
raprasentation through census and vating campalgns.



Best Practice Example 21
Practicing what you preach

I Morrent

GLOBAL

DIVERSITY&
INCLUSION

REPORT

In thin repert BEREEET ateestaaie, | SO,
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====——==" TIP In-depth on DEI strategy,
e targets, progress, and metrics,

o v actions over the past year et
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Sowree: Microsoft 2022 DE] report haos
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Annex |
Example template DEl employee survey

1 2 ~ S
IO .. | i | i

Using the scale abows, to what axtent do you agres with the follovang statoments

QUESTION ANSWER

DEl = cntical to the firmn's success

Tha firm's leadesshy are committed to DE

Tha firm's approach to DEl is suffioantty robust

Tha firm offers ogqual opportuniues to all

Tha hirm's senor management are divarsa

My manaper takes DEl sertously

My taam 15 deverse and banofits from copnitve diversity

My taam 15 mdusive

Tha hirm's overall culture = nclusve

have witnessed discreninasen or bias (whether intentional ac not) whule 3t the firm

have axperenced discrimenation or beas (whather intentional gr not) whila at the fem

arn familiar with the firm's DB policies

am aware of specfic actions the firm & taking / has taken to emprove DE

Tha firms hinng practices succeed m prevenung uncomsoous bas

could benefit from further education or training on DEl/ unconsoous bias otc

Tha firm's tracking of DEI matnics, such as gender pay gap, are suffboent

o

would Uke to seo the firm focus more on DEI

am conscious of the rode | play i fostenng an inclusve culture

amn consoous of the ways m whech | can support the fem's DE poals




Annex |l

Resource library

MsouRCE OESCRrmon (€

UN Principles for Responuible nvestment I depth sumenary of DER) pustdhe sticms and OFR) Jyneey

DE8) - Key Action Aress for Investor: acuom, drafted pecrically for wrmton

ACAS (3 UK based employment advisery service) | qualiny, dvwruty and mcluncn policy taemplate iistx

Founders Factory Pracucal sction pomes for budding 3 drveese. equeable Vstw
and mcduwwe growth ttage comgeny

Beritizh Private Equity & Vesture Capital Association Cusdance and Dast Pracuce ©aamples for V0o Prvate Has
Eguey and nuttutional vestors

McKinzoy = Diversity Wins Data drves rosssrch nto the fmancal case for DF) Jrrery

Out & Equal Global Toolkit for Change A coolia for masemamg LGETQH nduvon n Ty
the workplace

Dizability: IN best practices collection A collection of best practce corporate euamples foe Llase

comuderng Grabdaws of all bndh




