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The role of collective bargaining systems
for good labour market performance

' LIVE WEBINAR

' 4 July 2018
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Figure 6.2. Women's professional careers are not linear
and combine several different working lives

Detailed activity status of women and men, by age. cohort population = 100, 2015 or latest available year

B Employed full-ime Employed part-fime Unpaid workers Bl Unemployed
LA Dual employment-education Education solely i Retired 111 Other inactivity
## Missing = Active Men # 7 Self-employed (Korea)
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Helping Women Get Back in the Game Employers spot the chance to lure back talented former executives

By JENNIFER PRESTON MARCH 17, 2014
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How to build
adaptive genius
in your organization
by John P. Kotter

athy Bayert has an MBA from Northwestern’s Kellogg School and a

resume that includes stints at IBM and PricewaterhouseCoopers. In

2003 she put her career on hold to stay home with her two children.
Five years later, looking to return to work at age 42, she found that the gap on
her réesume was the least of her problems: The economy was plummeting into
recession. While scouring online job boards one day, she encountered an
unfamiliar term: Sara Lee was advertising a “returnship.” It turned out that the
opening was a short-term paid position designed for a professional who’d been

out of the workforce for several years—basically, an internship for an
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Today: a must-item for D&I

.

Bloomberg Gender Equity Index (GEI)

2019 index 230 companies 36 countries and 10 sectors

comprises headquartered in regions
across

34% have formal programs to recruit
women aspiring to return to work after
a career break




Section 1 measures statistics including:

Female representation by level
Female representation in line roles
Multicultural workforce (U.S.)
Tenure and attrition

Equal pay

Gender pay gap

Section 2 evaluates practices including:

Company paid parental leave
Fertility and family care benefits
Health and wellness benefits
Management accountability
Career development

Sexual harassment procedures

Section 4 tracks support for women in the
community:

Section 3 considers the impact of:

Advertising without gender bias

Targeted returnship programs for women

Supplier diversity

. . Financial education for women
Gender-conscious products and services

Customer retention and satisfaction Health education for women

Gender equality legislation support

Source: https://www.bloomberg.com/qgei/framework/



https://www.bloomberg.com/gei/framework/

Bloomberg Gender-Equality Index

Invest in a more equal future.

Bloomberg's gender-reporting framework equips companies with an international standardized
disclosure method to measure and report gender data across multiple dimensions.

Disclosures from firms included in the 2019 GEl provide a wide-ranging and comprehensive look
at how companies around the world are investing in women in the workplace, the supply chain,
and in the communities in which they operate.

In good company.
2019Index —— 230 companies —— 36 countries and regions —— 10 sectors
comprises headquartered in across

With a combined market capitalization of USD® trillion, they employ more than 15 million
people around the world. 7 million of them are women.

Cracking the glass ceiling.

More women are making it to the c-suite and boardroom.

of representation on boards
compared to the global

40% in executive level 2x

positions from The Global

Increase 2014 - 2017. Average universe of companies.*
*Data compiled by Bloomberg from public filings
Progress towards parity.
Closing the gap ~ companies are taking action to progress towards parity.
of revenue- of promotions of firms have programs
o producing roles o, in 2017 were o, for women looking to
38% are held by 43% earned by 34% return to work after a
women. women. career break.

Some industries are moving faster than others.

55% ———  99% Materials
pull-through* ————  54% Technology
across industries

on average. ——  50% Consumer Staples

“Pull-theough represents the ratio of
female emplayees to exeeutives

37% Financial Services

Driving accountability.

of firms require a gender- of firms conduct compensation
60% ] diverse slate of candidates for 60% J reviews to identify gender-based
management positions. variations in pay.

of firms have Diversity &

Inclusion goals included as part of firms that found pay gap
48% of senior managers’ annual N% disparities fixed them.

performance reviews.

Best in class benefits.

n 2 0 43%
The global average number of firms cover gender

of weeks companies offer reassignment services.

paid primary leave. firms have a global

minimum parental leave

policy of 16 weeks or
3 more. 47%
The global average number of firms cover
of weeks companies offer fertility services.
paid secondary leave.

A strategy to scale.
The impact goes beyond the workplace.

of firms evaluate all advertising

and marketing content for
68% gender biases

prior to publication.

of firms have a Supplier
55% B Diversity Program that includes
women-owned businesses.

For more Index insights, please contact GEI@bloomberg.net



Section 1

Workforce Statistics and Compensation

Female Representation by Level
Women represent 42% of the total workforce and:

43% of new hires
35% of middle management
26% of senior management

7% of chairs/CEQs

26% of corporate board seats
43% of promations
38% of revenue-producing roles

25% of IT/Engineering roles

Equal Pay

60% of companies conduct
equal pay reviews

91% of companies that found pay
disparities fixed them

Gender Pay Gap
17% median gender pay gap
20% mean gender pay gap

Section 1 also includes a company’s multi-cultural workforce in the U.S.,
male/female tenure and attrition and additional pay disparity metrics.

"l fundamentally believe in equal
pay for equal work. That's one
of those simple things. You do the
same work, you should be paid
the same thing. How could anyone
not believe in that?”

Jan Zijderveld
Chief Executive Officer
Avon Products

“I'm focused
on advancing gender equality
because it's right,
it's necessary, it's a business
imperative and
it's my responsibility.”

David Solomon
Chairman & CEO
Goldman Sachs

“We've set a goal of 50/50
representation of women and
men. We believe very strongly that
when we get there, we will
be better able to serve consumers
and the broad range
of stakeholders that are important
to the success of our company.”

David Taylor
Chairman, President & CEO
Procter & Gamble

Section 2

Policies and Benefits

Company Paid Parental Leave
(Global average)

11 weeks for primary caregiver

3 weeks for secondary caregiver

Company Paid Parental Leave
(U.S. average)

12 weeks for primary caregiver

5 weeks for secondary caregiver

Family and Health Benefits
55% provide adoption assistance
46% cover fertility services

22% cover egg freezing

43% cover gender reassignment

Management Accountability
60% require gender-diverse slates

48% include Diversity and Inclusion
goals in performance reviews

80% train managers on unconscious bias

Career Development

The percentage of employees enrolled in the following programs that are women:

Mentoring: 53%

Sponsorship: 55%

Executive Coaching: 40%

Section 2 also includes other measures of a company's investment in its people and its
culture including employee resource groups, child and elder care resources, workplace
flexibility options, and the independence of sexual harassment allegation investigations.

“I'm passionate about being CEO,
but I'm also passionate about being
a father of two kids. | want
to be there when my kids practice
and | want to see their games and
| want to go to school events.
Having more flexibility is something
that both women and men want,
and | am a good example of that.”

Benno Dorer
Chair & CEO
Clorox

“If you're going to be the best
place for teammates to work,
you want them to feel that.
They feel that by the traditional
measures — pay, and pay-for-
performance, and promotions —
and by having a diverse and
inclusive workplace, and a benefits
package that allows them to live
their life and be successful at work
at the same time."

Brian Moynihan
Chairman & CEO
Bank of America



About the Framework

Section 3

External Impact

Advertising

68% evaluate all advertising and
marketing content for gender biases
prior to publication

Products and Vendors

67% ensure all products, services
and facilities are not used for female
exploitation or abuse

55% have a supplier diversity program
that includes women-owned businesses

51% offer financial products to
specifically help women-owned
businesses (where applicable)

Customers

62% track their customer base
by gender

14% track repayment rates by gender
(where applicable)

51% track customer satisfaction
by gender

42% measure the retention
of female customers

"At Clorox, we're committed to doing
the right thing. Everything
we do within our four walls,
including our focus on inclusion
and diversity, extends to everyone
who touches our business.”

Benno Dorer
Chair & CEO
Clorox

“As a company we look
at the broad spectrum of how
our business impacts
the entire value chain
from seed to sip. Data creates
more transparency
and is a valuable tool
in helping businesses, like ours,
identify strengths and areas
for improvement to close gaps.”

Carlos Brito
Chief Executive Officer
Anheuser-Busch InBev

“Data is very critical for
us to know that we are making
progress in gender equality
and diversity because we need
to be sure we can
measure the things that
we're trying to improve. It also
gives us the ability
to report back
to our team members, board of
directors and investors —
who I'm proud to say
all care about this issue
and ask about progress.”

Susan Salka

President & CEO
AMN Healthcare

Section4

Support for Women in the Community

Labor Force Participation

34% have formal programs to recruit
women aspiring to return to work after
a career break

Public Policy

19% lobbied in support of gender
equality legislation (full list available
on website)

67% are members of organizations
in which the primary mission
is to advocate for gender equality

Education

59% conduct or sponsor financial
education programs for women

48% conduct or sponsor women's
health education programs

“The more that companies
can be transparent
about their commitment
to diversity and inclusion
and women in the workforce,
the better off we'll all be,
and the more progress
we'll make.”

Tim Sloan
President & CEO
Wells Fargo & Company

“If you don't reflect
your communities,
if you don't reflect
the customers you serve,
you're not going to be
optimizing your business
performance.”

Susan Story
President & CEO
American Water

“The willingness to give
time off and make it easy
for women to come back
without any stigma —
that is very important.”

Piyush Gupta
Chief Executive Officer
DBS Bank

“We're in a war for customers,
a war for service,

a war for talent all the time.
How could we possibly
expect to win
if we're limiting our pool of talent
to half the population?”

Bill Winters
Group Chief Executive Officer
Standard Chartered
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