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Advancing Racial Equity & Inclusion

One Houston Together is a data-driven effort of 100+ businesses, institutions, and
nonprofit organizations to advance people of color into senior management
roles, increase racial diversity on corporate boards, and grow spending with
Minority Business Enterprises.
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Why the Partnership and Accenture to support One Houston Together...

Our commitment to inclusion,
diversity and equity starts at
the top

The customers of our clients are incredibly diverse.
We need to be diverse to help design solutions that reflect the needs of our
clients’ customers

More diverse businesses achieve stronger returns and are

more innovative. We must continue to enhance the benefits of a truly
A culture of shared success is critical for who we diverse and inclusive environment
want to be and what we want to do as a company.
By embracing inclusion, diversity, and equality,

we can attract the very best talent, unlock greater

collaboration and innovation, and create value that

benefits all of our stakeholders.

The global talent pool is diverse. For example, 60% of all graduates
around the world are women. We must attract and retain the very best talent
available

Shareholders are making investments based on diversity.
We must continue to be an 1&D pioneer and encourage our clients,
suppliers and potential acquisitions to do the same

JULIE SWEET
Chief Executive Officer
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Our history reflects our commitment

Launched global e-
learning course and app
to support resilience —
Thriving Together

No.1 on the Refinitiv
Diversity & Inclusion
Index in 2018 and

LGBTI network becomes

Pride at Accenture — 2022

. inclusive to all forms of 2019
Launched Persons with  ,jentation, identity, expression |
Launched global Disabilities Champions
Inclusion & _ Network & global LGBTI 2019 2021 Highest-scoring
Diversity Strategy Hosted first Leaders Learning training company on
International 2017 | the 2029
Women's Day Formed Bloomberg
Formed Interfaith
Launched ~ ©VeNts g?feergti?;e ERG 2016 Expanded Gender-Equality
?"F’t'.‘"f." s Us Council work_force Index
initiative in 2. Launched global mettylr'lcst' _ No. 1 on
ublication in .
Announced gender- mental wellness  PUP! , — ;
2005 2008 2011 2015 ‘ balanced W%rkforce program — priority locations  Diversitylnc’s
_ goal Thriving Mind _ 2022 Top 50
Published workforce Received 100% Companies for
demographics in the Shared Expanded perfect score on  Diversity list
1995 U.S. _and select #inclusionStartswith]  Workforce Workplace Pride
locations i ith th Id demographics Global
video with the world, Benchmark

publication in

1996 more than 2M views

lish Launched Diverse ES-tainShEd BUlldlng priority locations
Established g, 5pjjer Bridges courageous

LGBT Development L hed Condgepversations Expanded Zero

Network 5 aunched Lon Tolerance mandatory

rogram Counts_ to reinforce training with open
our Ethics & conversations on sexual

Established African Compliance harassment
American Employee programs

Resource Group in U.S.

> *This is a sample of key actions from our detailed historical timeline. Copyright © 2022 Accenture. All rights reserved.



In 2021, the Partnership conducted the Equity & Inclusion
Assessment to establish a baseline of DEI

Overview

of Equity &
Inclusion
Assessment

Assessment
By the
Numbers

The Partnership has released the results
of its inaugural Equity & Inclusion
Assessment. Purpose of the
assessment:

* help organizations enhance their equity
and inclusion strategy

* increase community impact.

» inform the classification of equity and
inclusion standards for participating
companies and organizations

* 120 participating companies and
organizations completed equity &
inclusion assessment

* 12 counites across Houston region
shared DEI insights and experience

* 90+ organizations headquarter in
Greater Houston

* 15 DEI categories analyzed

LEVEL 2
Loves o REACTIVE:

A compliance-only
mindset: actions are
taken primarily to
comply with relevant
laws and social
pressures. Doing the
bare minimum.

No DEI work has begun

LEVEL 3
PROACTIVE:

A clear awareness of
the value of DEI;
starting to implement
DEI systemically.
This is what is
expected of all
organizations.

LEVEL 4
PROGRESSIVE:

LEVEL 5
BEST PRACTICE:

Implementing DEI
systemically and
showing improved
results and outcomes
beyond what is required
or expected.

Demonstrating current
global best practices in
DEI; exemplary

Note: Categories included in the Equity & Inclusion Assessment are based on and taken with permission from The Global Diversity, Equity &
Inclusion Benchmarks: Standards for Organizations Around the World (GDEIB).

* 215k+ employee represented in
assessment to guide equity and

inclusion efforts

» 10 various industries represented and

contributed to assessment

» 11k+ datapoints analyzed using Power

Bl dashboards

*Sources: Greater Houston Partnership Equity & Inclusion Assessment (June-August 2021, 120 organizations), BCG and Partnership Analysis

4 organization types identified (For-
profit/privately held, For-profit/publicly
held, Non-profit, and
Government/public entity)

60+ large companies participated with
1000 or more employees

39 companies participated with <250
employees
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The 2021 Equity & Inclusion Assessment identified areas of progress
and areas of opportunity

KEY FINDINGS

Areas to Areas of
celebrate opportunity
v’ Partnership completed the first-ever regional Equity & Inclusion * Racial and ethnic diversity decreased ~50% and gender diversity
Assessment decreased ~30% between workforce and leadership levels
v 35% of Houston organizations are “proactive” across a set of 15 DEI + Female representation deteriorates at higher levels across all races.
(Diversity, Equity and Inclusion) Best Practice categories * Hispanic talent is underrepresented at all workforce levels and in
v 120 companies participated in regional Equity & Inclusion Assessment board leadership
v Launched One Houston Together workstreams to engage businesses: * Less than 30% of participants reported Minority Business
« Supplier Diversity workstream: Supplier Diversity Roundtable, Enterprise (MBE) spending and those that did averaged just 2% of
Houston Buyer Cohort, and COP Convening their total spend to MBEs- supplier diversity is the least mature of
« Talent workstream: Talent Roundtable and Industry Working the 15 DEI Best Practice categories
Groups
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Accenture offered their perspective and recommendations on actions to drive
change, with a key focus on attracting and retaining talent and DEI strategy
development

The implementation EOUNDATION:
toolkit focuses ey ;
on / DEI

categories captured in \
the Equity & Inclusion 'N;i?ygg‘ 5
Assessment... NGO

1-—
2 -

Vision

Leadership

- Structure

- Recruitment

- Benefits

- Compensation
- Flexibility

Note: Categories included in the Equity & Inclusion Assessment are based on and taken with permission from The Global Diversity, Equity & Inclusion Benchmarks: Standards for

Organizations Around the World (GDEIB).

Additional categories in the Equity & Inclusion
Assessment include:

8 - Assessment
Align & 9 - Communications
Connect | 10 - Learning

11 - Sustainability

12 - Community

EXTERNAL: 13
Listento &

Service Society 14 - Marketing

15 - Responsible Sourcing

- Services & Products
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The implementation toolkit focuses on 7 DEI benchmarks that include a series of
actions to drive change around talent development

FOUNDATION: Drive the Strategy INTERNAL: Attract & Retain People

ision: 4 - Recruitment: . . .
1 -C\:/ISIonbEI S e e U (e The implementation toolkit includes a card of
+ Create strategy _ : ) - - -
. Establish DEI mefrics - Create diverse interview panels each c_ate.gory and action to identify the
- Accelerate with technology + Maintain active keep warm pipeline following:
*  Opportunity
2 - Leadership: 5 - Benefits: _ *  Recommendations
- Establish DEI team * Develop DEI learning pathways *  Value Delivered
» Support ERGs + Offer professional development —
 Offer DEI coaching and mentoring * Maintain promotion transparency o o ety S g R
:
3 - Structure 6 _ Compensatlon ::mm;mrﬁ:znﬁr:a;::iﬂmIalﬁntpm\s,sﬂurl:mgzhunneh‘imemewgumes and vetiing processes to identify and remave bias, to

» Create a DEI Council
» Implement employee career framework
+ Design onboarding program

» Publish debiased job descriptions
» Launch employee referral campaign
* Launch flexible benefits program

+ Standardize and mandate the use of existing inclusive interview guide to conduct interviews

VALUE DELIVERED

7 Fl eX | b | | | ty " A refresh of intemal / extemal recruiling processes, focus on areas (o improve bringing in diverse talent and inclusive practices.

» Pilot employee-specific programs
* Review / review flexible working policies *Sample toolkit action card
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The urgency and business case for DEI

Organizations that do not prioritize DEI and lack of action to create inclusive environments might see adverse

consequences play out in various ways
]

Internal Consequences: External Consequences:

» Lack of diversity in leadership » Regulatory requirements and fines

= Cynicism from senior leaders * Increasing demands for responsible business from

= High attrition rate across diverse talent constituents and future workforce

= Apparent unconscious bias = Damaged brand identity, mission, and reputation
leading to:

= Large numbers of employee complaints
: : - = Smaller future talent pool
= Reports of micro-aggressions and tone policing

. » Reduced partnership opportunities
» Low levels of employee engagement among diverse
groups = Stakeholder pressure

» Lack of trust and a sense of belonging = Competitive disadvantage
= Over-exhaustion of employee resource groups = Reduced funding / donations

Copyright © 2022 Accenture. All Rights Reserved. 10



Business value for DEI

Why is diversity, equity, and inclusion critical? Leading with purpose and unlocking the full potential of your
business decreases risk and increases value

60% 42%

Faster decisions made by Of ethnic minority customers Of millennials are actively
diverse organizations than non- would switch to an organizations looking for inclusion and
diverse organizations?! committed to inclusion and diversity when considering

diversity? potential employers3

Organizations focusing on DEI have seen the following benefits:

Decrease risk® Increase growth?’

N\Stronger trust in organizational brand N ncreased innovation

NOvercome skills shortages MAccess to top talent

Nmproved stakeholder relationships and partnerships NPenetrate new markets

JReduced reputational risk NConnect with a wider customer base
Sources:

3. Millennial Survey, Deloitte 2016
1. White Paper: Hacking Diversity with Inclusive Decision Making, 2019 4. Why Diversity Matters, McKinsey 2019

2. How inclusion and diversity drive shoppers’ behavior, Accenture 2019 5. When She Rises, We All Rise, Accenture 2019

35% 95%
Companies in the top quartile for racial Of employees are satisfied
and ethnic diversity are 35% more likely with their job when their
to have financial returns above their workforces are diverses

respective national industry medians#

Increase ROI6

\VReduced attrition costs

\/Reduced litigation or non-compliance costs

6. Inclusion & Diversity in Banking, British Banking Association, 2015
7. Getting To Equal, Accenture 2019
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Key success factors that will help organizations move from action
to outcome

1. Treat DEI in the same way you treat any organizational priority: DEI should be stated as a strategic priority and
should be treated with rigor. Goals should be set, a plan created and monitored at the executive level over many years
in the same way as any other business critical goal.

2. Visible Commitment from Leadership: Leadership need to commit visibly as well as verbally, real stories backed by
highly visible tangible actions can build organizational commitment and trust.

3. Defining and Communicating the Business Case: Successful DEI programs are built on persuasion, particularly of
middle managers, the business case for diversity needs to be used as a selling point.

4. Establishing Metrics and Tracking Progress: Setting clear diversity targets, establishing metrics, tracking progress
and where appropriate tying the metrics to incentives focuses attention, effort and accountability.

5. Systematic Focus on the Whole Talent Pipeline: To get qualified candidates at senior-levels, companies need to
focus on the whole pipeline, talent development, succession planning and, in some cases, right back to outreach
programs in schools.

6. Make DEI a Core Value:...not an initiative or program, DEI has to be a sustaining transformation that continues to
connect to organizations mission, vision and values. Culture shifts take time, sustained commitment and action to
change is required to see results.

Copyright © 2022 Accenture. All Rights Reserved. 12



Legal Disclaimer

This document is proprietary to Accenture. It is supplied in confidence and, except for Greater Houston Partnerships purposes, cannot be
disclosed, duplicated or otherwise used in whole or in part without the prior written consent of Accenture.

The content of this document is subject to formal contract negotiations. Nothing in this document shall form the basis for any contract and nothing
contained in this document will be binding against Accenture unless expressly agreed to by Accenture under a formal contract. All
representations and warranties, whether express or implied by statute, law or otherwise, are hereby excluded.

This document was prepared on the instructions and information given by Greater Houston Partnership and accordingly no responsibility is
accepted for any inaccuracy or error, or any action taken or not taken in reliance on this document.

These limitations are not in any way intended to restrict continuing business discussions between Greater Houston Partnership and Accenture.

This document may reference trademarks that may be owned by others. The use of such trademarks herein is not an assertion of ownership of
such trademarks by Accenture and is not intended to represent or imply the existence of an association between Accenture and the lawful
owners of such trademarks.
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