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Diversity, Equity, and Inclusion
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Figure 1-1, Diversity, Equity, and Inclusion Figure 1-2. DEI Philosophies
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Gender Diversity Index ETF

I
SPDR’ MSCIUSA
Gender Diversity ETF

Key Features

« The SPDR’ MSCI USA Gender Diversity ETF seeks to provide
investment results that, before fees and expenses, correspond
generally to the total return performance of the MSCI USA
Gender Diversity Select (the “Index")

+ Seeks to provide exposure to US companies that lead their
sector in demonstrating a commitment towards promoting
and supporting gender diversity throughout all levels of the
organization

+ Companies are also evaluated on promoting advancement
through their diversity policies and programs

» Companies are weighted according to their market
capitalization and Gender Diversity Score, a measure ofa
company’s women representation and diversity management

About This Benchmark

The MSCIUSA Gender Diversity Select Index (the ‘Index’) is
designed to represent the performance of those companies that
exhibit a commitment towards promoting and maintaining a high
level of gender diversity across the different levels within their
organization, including their corporate board, executive and senior
management, and workforce.

I Top 10 Holdin Weight (%)
Fact Sheet e & e
s H E Environmental, Social NVIDIA CORFP 5.33
& Governance AMAZON.COM INC 4.56
MICROSOFT CORP 4.45
As of 03/31/2024 META PLATFORMS INC CLASS A 417
APPLEINC 4.02
ACCENTUREPLC CLA 3.07
ALPHABET INC CL A 271
Total Return (As of 03/31/2024) ELILILLY +CO 2.64
MNAV [ Market Value Index
‘ ot ‘ P o INTEL CORP 2.46
Cumulative JPMORGAN CHASE + CO 287
aTD 11.98 11.82 12.02 )
ey e e oD Totals may not equal 100 dusa to rounding.
]
— N
Annualized Top Sectors Weight (%)
1 Year 29.78 28.73 30.02
3 Year 5.03 5.16 5.40 Information Technology 20.23
6 Year 9.08 9.96 10.18 Financials 13.29
Since Fund Inception 10.20 10.89 11.08
Health Care 12.11
LY
Gross Expense Ratio (%) 0.20 Consumer Discrationary \ 10.68 y
30 Day SEC Yield (%) 1.19 Industrials 9.8
S
Past performance is not a reliable indicator of future performance. . - .
Investment return and principal value will fluctuate, so you may have a Communication Services 8.90
gain or loss when shares are sold. Current performance may be higher
or lower than that quoted. All results are historical and assume the Consumer Staples 6.90
reinvestment of dividends and capital gains. Visit ssga.com for most
recent th-end perf: Performance is shown net of fees. Erergy 3.93
Performance of an index is not illustrative of any particular investment. It
is not possible to invest directly in an index. Index returns are unmanaged Marterials 2.45
and do not reflect the deduction of any fees or expenses. Index returns
reflect all items of income, gain and loss and the reinvestment of dividends Real Estate .99
and other income as applicable.
Index Change: "Benchmark” reflects linked performance returns of both the Utilities 2.12
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How does the gender diversity create value?
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i FIGURE 1
Percentage of Women Directors and CEOs of Norwegian Public Limited Firms

THE CHANGING OF THE BOARDS: THE IMPACT ON FIRM
VALUATION OF MANDATED FEMALE BOARD
REPRESENTATION*

KENNETH R. AHERN AND AMY K. DITTMAR

HOW THE POWER OF DIVERSITY

In 2003, a new law required that 40% of Norwegian firms' directors be
women—at the time only 9% of directors were women. We use the prequota cross-

sectional variation in female board representation to instrument for exogenous CREATES BETTER GROU PS, HR/\/\S,

changes to corporate boards following the quota. We find that the constraint im-
posed by the quota caused a significant drop in the stock price at the announcement SC b OO LS AND SOC IETIE S
of the law and a large decline in Tobin's @ over the following years, consistent with 4
the idea that firms choose boards to maximize value. The quota led to younger and
less experienced boards, increases in leverage and acquisitions, and deterioration
in operating performance. JEL Codes: G34, G38, J48, J20.

Ahern, K. R., & Dittmar, A. K. (2012). The changing of the boards: The impact on firm valuation
of mandated female board representation. The quarterly journal of economics, 127(1), 137-197.
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“Meeting Mediator”

Meeting Duration

0:00:59

SP oL
: \ / Breakout: An Open Tool for Distributed Peer Learning Groups 5

(a) (b)

Fig. 2. Examples of the custom Meeting Mediator (MM) visualization used in the
current system. Figure 2(a) shows an example of the MM visualization in a group with
one dominant member and low team engagement, while 2(b) shows a group with high
team engagement and no strongly dominant members.

Lederman, Oren, Akshay Mohan, Dan Calacci, and Alex Sandy Pentland. "Rhythm: A unified measurement platform for human organizations." IEEE MultiMedia 25, no. 1 (2018): 26-
38.
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Granovetter, M. S. 1973. The Strength of Weak Ties. American Journal of Sociology, 78(6): p. 1360.
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How to Make the Team:

Social Networks vs.
Demography as Criteria
for Designing Effective
Teams

Ray Reagans

Colurmbia University

Ezra Zuckerman
Massachusetts Institute of
Technology

Bill McEvily

Carnegie Mellon University

o O

We compare two alternative approaches for evaluating
the potential of a work group or team: one that focuses
on team members' demographic characteristics and one
that focuses on the members’ social networks. Given that
people's network contacts often share their demographic
attributes (i.e., the network is homophilous), the two
approaches seem equivalent, and the first seems prefer-
able because it is easier to implemnent. In this paper, we
demonstrate several important limits to this rationale.
First, we argue and show, in an analysis of 1,518 project
teams in a contract research and development firm, that
even when internal organizational networks are signifi-
cantly homophilous with respect to demographic vari-
ables, the very logic of the causal structure that underlies
theories of demographic diversity carries ambiguous per-
formance implications. This ambiguity is due to the fact
that demographic diversity has opposing effects on two
social network variables—internal density and external
range—each of which has a positive effect on a team's
performance. We also demonstrate that a focus on demo-
graphic criteria is problematic because the demographic
makeup of an organization can place inherent limits an a
manager's ability to shape the demographic composition
of a team. The ambiguous performance implications and
the inherent limits placed on a manager’s ability to man-
age a team'’s demography reduce the likelihood that a
manager's interventions will be successful. The perfor-
mance implications of managing a team'’s social capital,
however, are clear.®

B's Contact Network
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Figure 2. Local versus global structural holes.
Global Structural Hole

C’s Contact

Network
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Local Structural Hole

105/ASQ, March 2004
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Samsung Electronics celebrating its production of Samsung Electronics “curved” TV (2013// news.samsung.com)
two millionth Color TV (in 1976 // news.samsung.com)
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HH (cumulative) vs. A (combinatory)

Innovation

Always Tough.

Always Innovating.

Google Glass Explorer Edition

Murano Glass Corning Gorilla Glass Google Glass

(7™ century, Venice, Italy) (1851, Corning, NY, USA) (1998, Google, CA, USA)
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Burt, R. S. 2009. Neighbor Networks: Competitive Advantage Local and Personal. New York: Oxford University Press.
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"Microsoft Loves Linux"

= vs. Steve Balmer’s “Linux is a Cancer’
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