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Equity & Inclusion:
Advancing Diverse Teams
from Mid-Level to
Management, and Beyond

Gloria Asare, Elizabeth Owen, David Terne
Moderator: Mallika Bender

Polling Question #1

At work, | am:

A. An Individual Contributor — No direct reports

B. A Mid-Level Manager — Responsible for a small team

C. An Upper-Level Manager - Responsible for a large team

Polling Question #2

At my work, I:

A. Usually feel like | belong

B. Sometimes feel like | belong
C. Rarely Feel like | belong
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Polling Question #3

At work, | perceive my leadership team to be:

A

B.
C
D,

. Somewhat Diverse

. | Have No Opinion

Very Diverse

Not Diverse Enough

Polling Question #4

Who should bear the responsibility for improving Equity?
A.
. Actuarial Organizations

moow

. Government
. All Of The Above
. Equity is not necessary

Employers

Actuarial Career Path

IDIDATES ‘RY-LEVEL )-CAREER AGEMENT
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« Acknowledgement
+ Empowered to Contribute Fully

+ Sense of Belonging
* Differences Add Value
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Equality vs Equity

Recognize:

« Equal Potential/Ability

* Unequal access to

What’s z resources )
. . * Some can survive
Happening ? without help
Here? « Both require tools to

thrive

s TheGiig Tree

Imoge cresi:
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Equality vs Equity

Recognize:

* Allocation of resources
ignores underlying

Imoge Gredit

. inequality
Equality? * Some thrive, others
Ever "l just survive

Equality vs Equity

Recognize:

* Resources consider
individual needs

* Outcomes come closer
to equal

Equity

Equality vs Equity

Recognize:

« Structural adjustments
address underlying
inequality

Recrested fom
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Q2 What 5 your job roke?

s
waparsenced
mplayer that have bullt retentionT

all .
i1l IABA's Recommendations

* Sourcing, Recruiting & Hiring
« E.g., definition of an “ideal” candidate: skills-based vs experience-based promotions.

* Workplace Culture
« E.g., managers: They have a direct impact on employees’ careers. Ensure that
manager trainings include modules on how to effectively lead diverse teams.

+ Compensation & Development
« E.g.. internal promotion and hiring policies should be inclusive and supportive of
Black actuaries at all levels in the company
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CAS Diversity,
Equity, and
In;:lusion

B ETH OWEN
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Profitability and Productivity

Diverse teams produce financial returns 33% higher than the industry
mean (McKinsey, 2017)

If 10% more employees feel engaged, work attendance increases
by one day per employee per year (Deloitte, 2013)

Teams with diverse viewpoints or thinking styles solve problems faster
(Harvard Business Review, 2017)

Companies with greater diversity produce higher stock returns (Bank
of America, 2021)
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Importance of Diverse Perspectives

» Early radio and audio recording technology

> Developed for the male voice resulting in

> Kodak’s color fim
» Optimized for pale skin

> Al facial recognition technology

» Most accurate with white men
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Stages of Diversity Development

Federal/State compliance

stakeholder buy-in

Internal assessment

Engage diversity implementation experts

Holistic and fully integrated commitment to diversity, equity, and
inclusion
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Actuarial Organizations - Where do! find diverse leaders? How about HERE?]

[ Al these Associations are focused on Diversity and stages of

* International Association of Black Actuaries (IABA)
T——

Mison:
Bk servaries
ion of Latino Actuaries (OLA)

s s tingacsvsis org)
+ Missn:

« Sexuality and Gender Alliance of Actuaries (SAGAA)

« Orga

Al these groups were started by individual CAS/SOA members.
S0 if you think is missi i ing v




