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tion of women and underrepresented minorities in our U.S. workforce by 2020. We committed $300M

to support this goal and accelerate diversity and inclusion—not just at Intel, but across the technol-
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verse suppliers and diversifying our venture portfolio to better serving our markets and communities
through innovative programs like Hack Harassment, which aims to combat online harassment.
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Index / Leadership Perspective

WHAT DIVERSITY MEANS AT IN

Why diversity and inclusion matter How did we do over the last year? 2016 and beyond

Intel is evolving, and diversity and inclu- In 2015, we achieved strong results. We In the year ahead we will continue to close-
sion are among the most important forces set goals and held all employees account- ly monitor our results, building on initia-
driving that evolution and reinvention. Our able to these goals through our com- tives and programs that are succeeding,
commitment to diversity comes from our pany-wide bonus program. We publicly while making adjustments and launching
conviction that reaching a critical mass of shared these goals and our progress to iced ®.0000 40 Teaedeed Eid 006
women and underrepresented minorities them. We published detailed workforce and Inclusion Executive Committee will

€1 000 godico0ae aoéiebd ainieedatedrad invibed our peers to do the continue to provide ongoing and rigorous
Uéaxebee €0 cab6 8 U0id 6éa a0 0 sdnae dMndanae ireeestedl millions of dollars oversight to constantly ensure accountabil-
to Intel—which are many—to include the throughout the year in education pipeline ity and transparency.

entire tech industry and our wider programs, university partnerships, invest-

communities beyond. ment in diverse entrepreneurs, online an- We are inventors. We are problem-solvers.

We relish the challenge of making the im-
possible, possible. That is what we do in

ti-harassment initiatives, and spending

Inclusion means ensuring that all employ- with diverse suppliers

ees are, and feel, free to bring their full engineering and manufacturing every day.
Oei+e0 00 061 0.0 0éaxéd O Weametdrexodeded our overall hiring and And we’re solving the challenges in achiev-
e0adaxea RedoNeeadé+-aebd aia /iderdiongobisdoButwe also found some ing workforce representation and creating
ing and inviting place for those ideas. True challenging areas, particularly in the re- a more inclusive culture in the same way.
change is made through both diversity and tention of our underrepresented minority
inclusion. Together, these concepts are populations . We're learning from these
06a4i6¢co0Téie aia aae/iéie 806 aoHdléenpes antdhave used our insights
how we all work together at Intel. COO1T 0€&0O /000 Uxedad 00 020 000 4a1aédéonno

goals for 2016.
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have we exceeded our annual hiring goal,
achieving 43.1% diverse hiring against a goal
of 40%—up 1.8x hires over 2014. " But we also
met our goals for the retention of diverse em-
ployees at parity with the rest of Intel and made
great strides toward our progression goals. And
we continue our commitment to setting goals
and transparency in reporting by publishing our
goals for 2016 (see Figure A).

This year we further narrowed the gap in female
representation in our workforce, ending the year
with a workforce that's 24.8% women, a 5.4%
increase over 2014." Within the overall female
population, our technical female population is
now 20.1%, a 5.8% increase over last year—put-
ting us well on the path to our representation
goal for technical women of 22.7%. " We also
conducted a compensation analysis that exam-
ined gender pay parity for U.S. employees across
job types and levels, " and we're proud to report
that we found a net result of 100% pay parity.

"Usecaed 60 0éaeOe 2ididdaed ¢c00 EAda xab6aiaedae00 aid Ex/ié6édid 6ecaebeiacsd 0i 60660 Naea

Of course, we still have work to do. While we're

up the company—and the industry at large—
we're focused on the progress that remains.
We’'ve made remarkable gains in hiring, foster-
Ing a more inclusive environment, parity in pro-
gression, and overall retention. Yet we strive to
improve in our overall representation and reten-
tion of underrepresented minorities—
particularly African Americans.

We slightly improved representation of under-
represented minorities by 0.1%, to end the year
at 12.4%." We also made steady and meaningful
progress in underrepresented minority repre-
sentation at the middle, senior, and, leadership
levels™ (see Figure B) and launched many new
initiatives that have laid a very strong founda-
tion for further progress.

In total, we invested $52.4M across the board in
2015—on all of our multi-faceted Diversity and
Diaio6éoi e&.006006
of Intel.
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U.S. REPRESENTATION OF WON
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GAINING MOMENTUM

Our progress on women and
underrepresented minorities

Our women’s inclusion and progression initia-
tives are yielding strong positive results, end-
ing the year with 17.6% female representa-
tion at the leadership level, a 14.3% increase
from 2014. " We've also added considerably to
the ranks of our most senior technical wom-
en, ending the year with a total of 21 Senior
Principal Engineers plus Fellows, up from 12
the year before.’

And while we fell short of our hiring expecta-
tions for underrepresented minority popula-
tions, we still increased our hiring in this area
by 31%—to a total of 11.8% in 2015. *We
delivered on our goal of retaining our overall
underrepresented minority populations at a
rate equal to or greater than that of our ma-
jority populations, though we fell short for
our African-American population (see Figure
C for a summary of overall workforce repre-
sentation). We've examined and learned from

these results and have applied our insights
both to improving on our results and setting
our goals for 2016.

Looking ahead in 2016

In 2016, we'll continue the discipline of set-
ting aggressive goals to drive change internal-
. . o ly and externally. Our goal is to achieve 45%
0006 &.0000 deeudia Didel diverse hiring in the U.S., with a new sub-goal
Externally, Intel announced a series of tech- of 14% hiring of underrepresented minori-
nical talent pipeline programs and achieved ties." We'll work to improve retention of our

feeu 1€ie0001ae0 €i 6ea /006 004 éuai\e/erégeﬁp?o?/eéesééh% maintain our focus on
tiative. We set an aggressive goal to increase orogression. ' And we've added a stretch goal
of reaching full representation in our non-
t%cﬁn?c%lipgp%lation by the end of the year.
We also expect to announce several addi-
tional pipeline and university partnerships in
*®idooe iaiadaafie éi-abbeéic (5?18 wéfw}lle/c,%ﬁ?inuing to execute and scale
feeg doihaies=0 67 6es /0006 Neao t@eigrggf\amgvévggnnounced in 2015. Finally,
ly, we unveiled an ambitious new program, we’ll continue to drive progress on spending
called Hack Harassment, at the recent Con- with diverse suppliers and investing with di-
sumer Electronics Show—partnering with verse entrepreneurs.
Vox Media, Re/code, and Lady Gaga’s Born
This Way Foundation—to combat online ha-
rassment and make our online world a safer
and more inclusive place.

spending with diverse suppliers to $1B by
$250M, to reach $299M. We announced a
new venture fund aimed at diversifying the

In short, we've only just begun. And we’re
excited to drive further improvements and
impact in 2016.
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U.S. REPRESENTATION VS. INTIE

EQY 14 Mid Yr ‘15 EOY ‘15 Market

remate 93.9%  241%  24.8%

rchnicatfemale  19.0%  19.4%  200%  22.7%
Non-technical Female 5].8% 50.0% 50.7% 50.7%

Underrepresented Minorities ]2_3% ]2_3% ]2_4%

Technical African American 3 39 3 4% 3.9% 4 5%

Technical Hispanic gt 8.0% 81w B.4%

Technical Native American () % 0.5% 0.5% 0.6%

Non-technical African American 4] 1% 4.3% 4.4% 5.0%
Non-technical Hispanic @ % 9 9% 9 9% 10.0%

Non-technical Native American (). % 0.5% 0.6% 0.5%
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ACCELERATING DIVERSE HIRIN

2015 Hiring year-in-review Looking ahead in 2016

To achieve these results, we increased the num- In 2016, we'll continue to scale our existing

ber of schools where we recruit by 60% year- strategy and explore new ways to expand the

over-year,™ expanding our reach to include more diversity of our applicant pool and increase our

schools with greater diversity. We broadened our external diverse hiring rate to 45%. We're also

recruiting event strategy by participating in more establishing a new target within this 45% *

external conferences and by launching a series goal: a 14% hiring rate for underrepresented

of red carpet talent events, where candidates are minorities. *

given the opportunity for a high-touch experi-

ence that includes on-site interviews and direct 2,214 HIRES

connections to Intel leaders. 43 ]0/0
| |

AT 1165 HIRES

Didedidaiil ge €i6xeidé/ed 0060 ®.0600 60 6x2ab60éd
candidates through our Employee Referral Pro-

1.8X

. . . 0 TOTAL HIRES
gram by introducing several campaigns that 1]
encouraged and incentivized employees to refer . 0
0éxeéd geeiizovaié/ed cO6éaxiabd aia ad660aéadaed ¢o6 35 /U
jobs at Intel. We also added enhanced incentives INCREASE

for referrals of women and underrepresented
minorities. The reenergized program yielded

more than twice the number of referrals as in the
previous year. 201 4 201 5
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Index / Retaining and Progressing Top Talent a Key Challenge

KEEPING DIVERSE TALENT ONE

Our retention focus we acknowledge that we're not where we us to recognize that we need to focus more
O06 0cdexeibEdl &.00060 ¢cda0d06 dOWwadidwdeé, @bdd éhede is more work to do. on our entry-level grades. ' So we put
more inclusive workplace where all em- E66 866 66aidfiadeial 66 ai éTMTiedacda/ Gdd®eo6aio 6i6d fiadae ¢dd
ployees feel valued and empowered to step in driving action and accountability. these employees.
achieve their full potential within the com- _ _ _ _
foa . " Ae . anx o ~ax-2015 Yearin-review We also enlisted the support of our senior
AATU DI gee €i+ae00eaea O0éeie/aaldo O0elee _ o
: : : While we achieved our overall reten- leadership and minority employees to help
and resources in laying the foundation for _ _
: N tion goals—both for women and under- us understand the environmental challeng-
a strong and steady improvement in di- o - T e
o represented minorities as a whole—we &0 €é0g 0éexel 4.22840 0x0axi0édI
verse employee retention. _ _ _
fell short on the retention of our Afri- can take to improve Intel's culture and our
ael g 00&ii éa+~ax 060éeié/aaid eddmdéisad popwetion, whose exit rate employees’ experience. We've taken an ac-
2016 we’ll put a greater emphasis on our was higher than that of the counterpart tion-oriented approach, including holding
environment and continue to build on a employee population. T We also face oth- two CEO Summits in 2015 that brought our
number of new retention initiatives we in- ®e0 déaiieieaxed ¢c00 O0Naeaé/a 0aECeditasdaempldy@es, and our leader-
troduced in 2015. underrepresented minority population. In 06én 0xal 00eéx0éaxed ¢cO06 a4 0007¢
S S ) 2016, we'll continue to focus on closing to understand key issues and
Pebe 0eed Teep 02NO0O g O ?h'e%g gaB?t% ir%ﬁrg?/e/o%f) 0 co-create solutions.

time, sharing detailed exit data to illustrate
that we—and the industry—need to focus

retention numbers.

on much more than hiring. This data will What we learned
help us understand our gaps and work to- Uéae 4éaiicieecd a.24081¢ 0202i6EdT 8¢ 800
wards improvements. In sharing this data, underrepresented minority employees led

"Usecaed 600 0éaeOe 2ididdaed ¢00 EAda xab6aiaedae00 414 Ex/ié6édid 6ecaedaeiaad 0 60660 Naea " # S % &

14


http://www.intel.com/content/www/us/en/diversity/diversity-2015-annual-progress-report-addendum.html

Index / Retaining and Progressing Top Talent a Key Challenge

CHANGES IN U.S5. WORKFORCE
AND MINORITIES

Hires "15 Exits 15 EQY 14 ECIY 15

Representation Representation

o M8 T4 235%  24.78%
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w384 380 8.34%  8.35%
s ] 19 050%  0.50%
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INSPIRE A COMMITMENT TO Gk

Being inspired at work leads to greater com-
mitment. So in 2016, we're inspiring employees
through events like these that build excitement
about and commitment to Intel.

Ve
s A A~ 7

# E€é+-200600 ¢ PTaiooédoi Ud1iéeod

This multi-day summit brings together Intel lead -
ers and employees from our global Senior Wom-
en’s Community, Diversity Leadership Councils,
and Employee Resource Groups, to focus on
development and community-building.

s AN A~ Ve

Select groups of mid- and senior-level women
and underrepresented minority employees will
meet directly with our CEO and other senior ex-
ecutives to share their perspectives regarding
retention challenges and drive actions to
adadbxe00 Ofeaél/a é600ae0

Blue Carpet Events

These interactive career events for Intel employ-
ees are a way to connect and inspire them about
their future with the company. They get access

SHARON BROGDON
Eé0axea600 d¢ Umedaid

s A A~ 7

to business and technical leaders, hiring
managers, and career resources, facilitating

career progression.
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BUILD AND FOSTER CONNECTI(

aching and assistance to solve problems and

Ve Qigéiﬁeal time
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Lean in Circles
Scale women's Lean In Circles to

wedefiepteeesedandnority employees

Launched Inclusive Leaders Initiative
Provide platform for senior majority leaders to
role model diversity and inclusion

Expanding Formal Sponsorship Program
Senior leaders sponsoring high-potential
underrepresented minority employees
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intel shows its pride anu support duriny
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In 2014 Intel Malaysia began a strong push
to increase diversity and inclusion through
a variety of targeted programs. And while
we still have a long way to go, we're very
proud that we've been able to make great
strides in our underrepresented minority
hiring for 2015.

We've also implemented a number of ini-
tiatives to improve retention and inclusion.
One example is a sponsorship program
that matches up minority employees with
senior leaders who served as mentors and
role models to help these employees navi-
gate their careers at Intel.

The country’s successful Touchpoint pro-
gram partners newly hired minority em-
ployees with minority senior leaders to

support and advise these new employees
on business acumen, career progression,
and navigating Intel. This has been ex-
tremely helpful in integrating new employ-
ees and helping them experience an inclu-
sive and welcoming environment as they
begin their careers with Intel.

As a result of these and other complemen-
tary programs that have aimed to create

a more inclusive environment for under-
represented minorities, we've recorded a
measurable shift in the outlook of our mi-
nority employees, who've reported feeling
a much greater sense of inclusion at their
workplace and within the

company overall.

FEATURE

Employees celebrate at Intel Women'’s
Conference 2015
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A CHANGING WORKFORCE HAS
CHANGING NEEDS
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COMPREHENSIVE
COMMUNITY 2
APPROACH RS

For 8 Mid level
|66 006 10606 0axeiédbzie+ai @8
éa+x 0éaxe Didei Ox603061 d¢ | ann
bdieei adiioiéedn adificédaed d¢ AR
$$ odTai Yx0 414 lxiidgd &4 "Z 300
€id0xalbe €1 Teeiaaxed0eén o+-a&0 Senior Women's
GaeaBééeo €606 8¢ gdieei fead Somindny
fadoiaéea a 107de6 0¢ Teeg NO6OED
aia é1é0éadcé+=06 00 éeein aa<-aia @
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Pay It Forward
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INTEGRATING AND PROGRESS]

N\ 7 A A~ A

As we hired over 1700 women in the U.S. this
year'—and with the integration of acquired or-
ganizations, onboarded even more—we needed
a way to quickly and successfully integrate this
new talent. So we launched a new integration
program called Rapid Orientation for Accelerat-
ed Results (ROAR). The ROAR program is a four-
day immersion event held quarterly for recently
hired mid-level women throughout the company.
The event was designed to foster inclusion and
provide training on corporate strategy, the im-
portance of diversity to our business, and prod-
uct group overviews. It also includes executive
keynotes, networking opportunities, and learning
workshops. In 2015, we held eight events with
T06a 6éeai
sites. These successful programs have increased
retention and raised awareness among managers
of the value of diversity in our company. In 2016,
we’ll scale the ROAR program further, to include
newly hired underrepresented minority
employees as well.

"Usecaed 60 0éaebe 2ididdaed ¢c00 Eada xab6aiaedae00 aid Ex/ié6édid 6ecaedxeidad 0i 6660 Naeae # &

Proven progression and

development focus

We're also intensely focused on the progres-
sion and advancement of women at Intel. To
that end, we launched the global Accelerated
Women'’s Leadership Program for women in
our mid-level ranks who are on the cusp of se-
nior and director levels. This program provides
women the tools they need to excel, including
leadership assessments, career strategy devel-
opment, and opportunities to meet with VPs
and other Intel executives. Over 200 women
have completed the program, and among these
participants, we're seeing double the promotion
rate of women from middle to senior levels.
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HARNESSING REGIONS
DIVERSITY IN EUROR
INTEL'S GROWTH

Intel's EMEA (Europe, Middle East, and Africa) of women entering the industry, boost female
Region covers an extremely diverse area hiring and progression, and improve retention.

consisting of over 37 countries. So diversity—of

cultures, languages, practices, religions, and per- The region’s diversity and inclusion plans in-

clude a wide range of initiatives under four
themes: Attract & Hire, Develop & Retain, Family
Odiaedéariedd O0xfMdxebdxi6adédi dcFdehibe Wdakpldcé and Connected Communi-

spectives—is everyday life for us in this region.

company has been a region-wide challenge. To ty. The most successful programs, such as the
tackle this challenge head-on, business leaders Family Friendly program started in Germany, are
from across the region came together in 2015 to then replicated across the region. This collabo-
focus and collaborate on creative measures to rative approach also enables leaders to co-cre-
increase female representation at all levels. ate and share innovative solutions to pipeline

DI challenges like recruiting women from
Replicating success overseas

Intel's EMEA leadership established the Diversity
and Inclusion Board, with six VPs volunteering

to take the lead on behalf of their peers to drive
aligned regional programs to accelerate female
representation. In April 2015, all 35 EMEA lead-
ers established the plan to expand the pipeline

top universities.
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WOMEN TAKE THE L
IN COSTA RICA

s A AN~ 7

four key elements: Pipeline, Sourcing & Another new initiative provides training
Hiring, Engagement & Retention, 00 geeiizooaié/eea Oxeaéiéaai goieel
and Progression. dates, to help them give their best per-

formance in interviews—and ultimately, if

[ pernse 1o s el e Sl G- hired, contribute their vital talents to Intel.

eral Manager launched a number of new

initiatives. By partnering closely with local To address engagement, retention, and
universities to coach and prepare women progression, Costa Rica increased repre-
for careers in technology, Intel Costa Rica is sentation of women on the Site Commit-
éiadxrabdéie 0éee NéNeeiéie Oc¢ oteaBédra awh Nemviincludes six wom-

entering the industry—and the number of en among its 11 members. In addition to
new hires sourced from these universities. its many other responsibilities, the Site
Uédae ieedadaedd 474 004. éiaioa&omnditbedds ®cused on ensuring great-
managers—have also been educated on er development opportunities for senior
the importance of diversity and inclusion women throughout the site—and on

and best practices, like encouraging great- building a more innovative, inclusive, and

er diversity on interview panels. diverse-thinking environment.
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INCREASE IN WOMEN AT SENIC
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DIVERSITY AND INCLUSION
CHAMPION'S PERSPECTIVE

Time to address a mighty challenge senior levels and in our technical pipeline than
Last year, | was delighted to join the Diversity ever before—we nearly doubled our female
and Inclusion Executive Committee, responsible Senior Principal Engineers in 2015! That makes
for driving Intel's ambitious vision for diversity me excited for our future and the amazing
and inclusion in the tech industry. | passionately innovations to come. It also sets an example for
believe that diversity and inclusion are driving women at all levels: that they can and should
forces for our future growth. We must grow our shoot for the stars, and we are here to help
new and emerging businesses while keeping them get there. Hiring is only one piece of the
our core businesses healthy and prosperous. puzzle, and it’s critical that we create and enable
It's a mighty challenge, and to deliver, we need an environment to help our employees thrive.
814é+640Aai0 aTad Geecaido geo6é aé.eae b siveevalve dsd cultiie on a foundation of
and experiences, new perspectives, and diverse inclusiveness, we invite our employees to invest
ways of thinking and problem-solving. | truly their energy in solving tough problems and
believe diversity of thought, experiences, and innovating for the world.
styles will drive more creative and innovative _ _ _ Executive Champion .
solutions to the complex challenges ahead. It's a journey, ane il GISEISEIEIEE S L ojeeic cld 22
to go—I‘m proud to work for a company that’s
An invitation to solve problems taking such bold action to drive improvements,
I’m particularly proud of the results we've both inside and out. Brilliance knows no color,
delivered to date in the hiring and progression religion, or gender—brilliance is brilliance, and
of our technical talent. We have more women at we invite brilliance to the table every day around

the world.
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Index / Rich Pipeline of Future Talent

HOW WE ENSURE A BRIGHTER

Eddese Udileedd 00 Edda boeéod e ciulime job dporesuceessful completion of
Intel is partnering with the Science Foundation their degree.

Eoétoia aia 6éae Oa+aes Oadéedi 606 éifnieieid

Georgia Tech

BARBARA MCALLIS

. . . Dideeil lUedadodé+a Eé
a comprehensive education transformation at 6

. . . Intel launched a partnership with Georgia Tech Uboabeeu aia lubeeol
three Arizona high schools. These schools will p. P < Eiiéaiaseo
A2 R R D) suggortagprommately 1100 underrepresent-
0.0 ai ®iéalaea adinodeo 0aéeidae av00€a0iol
®a 16100€60€>0 0+>®0 0eéee Teulb /[~ 0¥ _ Useao

with a professional development program for

teachers and support programs for students. In 15 Intel Scholars received scholarship support,

addition, students will receive tutoring and men- ang, another 80 S Pae 1100 0640 é¢c a 60aeaxead
toring from Intel employees who are members 6dzfime6 50680¢éie fiodedal pe €065xa a AdeZ/ O oA N A X LA N X

. 2 AR S A A R nals%urvivalcam%togivethesestudentsan 000aexeid exeabaadeoi eaffee]
0¢c 0eee Dibaei Oadbé+~axe Eieoédaal Oxe0pool 0&~&0 o ol o » =, LR
ai 8¢ geol ad0eidca Gémoa Oa-asIPRILEDLP BEeL el employees and learn €oa 00 fale O=xaeididoel eida
schools. Intel has committed $750K over three moieiabo IR mdust[yoverall. Pe axiéae+ae al ®ieaeéie ao
ears to this project bioei €6 éi+ed0éie e"O 0+ax06 0éa TaeU0 /+a Ueadd €1  , -
4 e this partnership. aila ®2®@ufNo600axe 00 Dideaei 0dia
Uaédiaotéeéendo ¢cdao Oadeéido 600a4aidod 12710000 447 TaAlae 4 é0éax 4é.

Through the Hispanic Foundation of Silicon Val-

ley’s Latinos in Technology Scholarship Initiative,

PDidei fiedeaed e $"0O 0+ax06 0éee TaUb /+@ Uxeald0

to support a total of 125 scholarships for Lati-

no college students who have chosen a science,

technology, engineering, or math major. In addi-

0601 Dibeei géii 4i00 0.6 edaé 000axid géd xea6id
a scholarship an internship for two summers and
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OAKLAND UNIFIED SCHOOL
DISTRICT (QUSD)

In early 2015, Intel and OUSD announced
a partnership to strengthen the comput-
er science and engineering pathway cur-
riculum at two of OUSD’s high schools.
Through this partnership, Intel and OUSD
are committed to enhancing the education

RICHARD TAYLORY &
PDidaei Useiédd Yéae
xbebHeéaaxid ara
Eé6aedadoo ¢coo lioa
6747 Ueddob6aaed

o¢ 660a4aidd 0+e6 /v 1200 8MA &ORAE €0 06a0 Néfaeié
- : . - " e » e o B Proud OUSD graduates are ready for their next
uating 600 students through these path [élae Béaebae aal dee 10aae Oy
way programs. So far, the OUSD-Intel part- - AR P, " - A
. . . Ok adéidideu aoinairésed b
nership has redesigned the curriculum and
raised awareness of the opportunities it @0 ;eaae 000aaxi0 1109 0ead éc Oeeeu
.260 afdie 0604x100 Oxadéxéedaddaidadk cOO01 Ad0iicee 0E0Eé & axebaee
ents. This summer, students will be invited &7 dise dc GéaeOae Gaeaéicaal /{3806 6éaxdx O
to attend a special summer immersion pro- A e A e o "
a é0a gaéoéie ¢cO00 0eeaxel ad bidei

gram in Oakland, attend the summer in-
stitute at Georgia Tech, or participate in an
internship. Intel has committed $5M over
0Oéee Teeud /v Ueeadd0 00 0eé0 Nooéaxad
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Josue Diaz Jr. knows just how challenging studying to be an engineer can be. After taking engineering

40000@®0 ¢CO6 608 Uaeda6d ad 4 O00 Eiexied 0ié+200800 ¢éax@ pA0 asdadaely 9ié/ed dxxadbdee 60¢ €é€0
€e6adaxed D 4é4i1 0 éa+x O0éee 0Eeé0 €véaaiaa €1 ééeé 04é00i aéai 6 ii 1800 /1 aij@éd 006 € 0w ,/00eaeb

660680é&ieé 4647 0 éa+ee Aail 6die 164=xid 86 1210600 064éa Eéan Eg | 10 edsadBa0s L6 U0 £
€e6 146060 006 14044506087 Odg 0éee 4006006410 NO6éTaénai aé Oaiiaia a1 B0 § A eiéoddad éé

students get the opportunity, preparation, and support they need to succeed as engineers and comput- leee Uaeddi

06000 €1 0éee ODeaéioidoeu /eia

O+ax6 0éee ielUb /v Ueadd 0é0600eé & iep MA00T006EN dedoeai D IildgnisatenteterSuaainininini S o ,‘ 5
District (OUSD), several hundred primarily African-American and Latino high school students will be ~ :
eéiofiédeda e0éacea aia 00fiido06ea 60 deadie adiieesez aia dadeeoz0od
dents have had exposure to a computer science and engineering curriculum for years,” said Diaz. “But
not at the level Intel is providing.” Diaz says the Intel-OUSD partnership is just the type of collabora-

PUBLIC EDUCATION FUN

tion schools such as his strive for. In addition to completely revamping the curriculum and replacing
technology in the classrooms, the partnership is introducing students to Intel mentors who will provide
coaching and examples of real life experiences.

“There are a lot of students at our schools who have great potential and can do wonderful things,” said
FEéalh EOO €0 6 4é1406i06 00 Méad0oae UdO00xic 61 0éae Oeeaéididel éia qqag;
(18060aic 67 Déae /il éa 0ABA 4GOEIE O coep Raediie 8¢ 48106 ¢o
muter shuttles destined for Silicon Valley. “So when young, talented students like ours are introduced
to technology through interactive learning opportunities and role models like Intel, there’s no limit to Josue Diaz poses with Golden State Warriors’

championship trophy in Oakland

how far they can go.”
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SUPPLIER DIVERSITY MEANS F

2015 Year-in-review Looking ahead in 2016

FRANK SANDERS
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DRIVING TRANSFORMATIONAL
THE SUPPLY CHAIN
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LISTENING FOR UNTAPPED
OPPORTUNITIES

RODNEY WILLIAMS

New business connections
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SOLUTION-ORIENTED CHANGE

CYNTHIA GERMAN(
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HACK HARASSMENT

. JIM BANKOFF
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ONLINE HARASSMENT BY THE I
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TRANSFORMING OUR INDUSTR

Data-based approach

Intel's culture is based on a foundation
of data-driven results and robust prob-
lem-solving. Our approach to improv-

ing diversity and inclusion, both at Intel
and within the tech industry at large, is
i0 aé.e6xid0 bee 6z Taiéie

with an aggressive set of goals each year.

We drive accountability from the top,
with strong and active executive over-
sight throughout the process. And we're
learning as we go: what’s working, what
missed the mark—and then we’re rapid-
ly adjusting and taking action.

We share our progress with the sincere
desire that others will join in the da-
ta-based approach to diversifying our
workforce and driving innovation in our
markets. We are strongest when we work
together and leverage our shared learn-

Pae O Taiéie 308 BAd0d@&OxrTeéiadae00

ings for the betterment of our industry.
We change the world every day with
what we design and deliver to the mar-
ket. Isn’t it time we put that same inge-
nuity and energy into transforming our
industry, so more innovators, makers,

career destiny in high tech?

Workforce representation goals

for 2016

Our workforce representation goals for

2016 are simultaneously simple and ex-
tremely challenging. Our programmatic

goals continue to push the envelope in

beddaé aia éinaao
the most transformation, for our compa-
ny—and, we believe, for the industry at
large—is by reinventing our culture. Our
ability to retain our great talent is at the

core of the innovation pipeline, and we

can do much better here, especially for
our diverse employees. Retention, inclu-
sion, and cultural transformation are the
focus areas for us in 2016.

Inspired by the positive impacts of the

278 1 6doe%-9|.lvg V\(L)O%l%n’é?. gtudles conducted

in 2005 and 2014, we’ll launch a similar
exploration of the internal and external

drivers of progression and retention for
our underrepresented minority popula-

tions in the U.S. We'll report the results
of this study internally to our executive

management and the Diversity and In-

clusion Executive Committee to drive

E6 0 o é e 0 alignmertiand&ction. And as you have

come to expect, we'll share what we
learn with the industry in our 2016
Mid-Year Report.
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Index / Appendix

DATA PARAMETERS AND DEFIN

1. Year-over-year increase in percentages are 50% of the population (demographic post-employment records to identify the
calculated using the following formula: (% in representation), U.S. women make up gender, race and ethnicity of individuals who
2015-%in 2014) / % in 2014 22.7% in aggregate of the external labor do not self-identify. These updates are done

force that is consistent with the technical on a monthly basis

» Example, 2014 Technical Female
Representation = 19.0% of employees
and 2015 Women Representation
=20.1% of employees. Year-over-year

€0aod Didoaei é6 06UéTe 00 /il 1aliéie
market availability 22.7% for technical

A e A x . s e m e ;e ., hoted
goieel O0d6axe ONeeaél/aaiiua éi 0oo

: Technical Senior/Leadership levels our 7. Ethnicity categories use EEO-1 Ethnicit
increase= (20.1% - 19.0%) / 19.0% = CnIoTLS P Snieity earegor /
. Market availability is 17.2% axe/iédéoiod
5.8% year-over-year increase
» Market availability for various positions 8. Parity is the quality or state of being equal

e QOur raw data set, with most of the raw o s s oo - e e A A o A A e s
.. Ao e mas ., . ....a]la e0daxeb6 00ad60adaxe06 aia €06 aaoaeduiviakend
/ebbaxed g 0O0aea 00 1aiee Oéeae aa|a0|aode6|(§) .
. . . based on data from multiple sources,
in this report, are included in the report

. . ) . : 9. Data does not include subsidiaries
including university graduation

Addendum o A~ A oA s M oAa A kA B A ,
: adada ¢c001 0eee Oaodéoiai Eaxidab. Pata labeled “Current” or “December 2015”

2. Full representation (or full workforce Education Statistics, the U.S. Census Is from December 26, 2015 (last day of Intel
representation) is the point at which Intel's Bureau, internal company data, and /6aail Ueedd6¢ 061ie00 100xed 00éxeig
workforce in the United States matches the other sources. All of this data is then . .

: : : . 11. Data labeled “Mid-Year Report” is from July
supply of skilled talent available (market aggregated into career-level groupings/ :
o . . . 9, 2015, unless otherwise noted
availability) for current roles at Intel job categories for this report and other

internal reporting purposes 12. Data labeled “2014” or “EQY ‘14" is from

3. Market availability measures how many December 27. 2014

skilled people exist in the external U.S. labor 4. 0618006 740 100 ada 60 Z ade 0606
market as well as in Intel's own internal rounding, or uncategorized employees 13. Eax/iédéedi 8¢ Usxaéiésaai é06 aadeei
market idaedial €608 40axe0 aid 6 0x2ad0d

5. Employees listed as “unknown” chose to
e Uéeod 60 4 46.202i6 Teeaddbdee ¢ O dot self-identify their race on the date
demographic representation. For that representation data was pulled. Intel 14. Early Grade = salary grades 2 to 6 and
example, while women are approximately complies with federal regulations and uses ®e008+aieid €0ada06 aia Odizluaelh

requirements

~

51



Index / Appendix

DATA PARAMETERS AND DEFIN

Mid = salary grades 7 to 9 and equivalent in the technology industry and in the U.S.

7

e6adxed Uxiédd , 6aiadu e6adaxed owriadlcan be found at:
ATd ®®00é+aixeid e6adaxed Oxaldxzodéénfn Pél’ééa
. ttg://www.aauw.org/research/the-

grades 12+ and equivalent grades, Vice
President and above, and Intel Fellows and
Senior Fellows 21. Intel Senior Fellows and Fellows are the

. : highest level of technical contributors
15. Underrepresented Minority = African J , .
. .who'ye. exhibited long-term technology

Eleeoeaal leonaftea afa Oaobe-x EI Feea%grgh?pl and innovation that impact Intel
16. Total Diverse Population = All Females and/or the industry.

+ Underrepresented Minority Males

(this prevents double counting of

Underrepresented Minority Females)

simple-truth-about-the-gender-pay-gap/

22. O0bBee 6640 €7 6éee Usxefid06 e E&8aeiddl ¢o0
some categories, Hires minus Exits will
not necessarily equal the total change in
17. Ud6ai Eé+a00a®@ E00idae06nacd xdnoHeddodint. Thidigbecause we integrated
Underrepresented Minority Males a large subsidiary, McAfee, with over 3000
A Ao v A o mxsx rm o xars =axa L EMplQyees inthe U.S. Reporting 3000
18. Oéazaedd Uxendod Uneaé/a Eadad xaoal oaef)o . .
acquired employees in our Hiring numbers
« Exit Data is from June 30, 2015 would have presented an inaccurate picture
of our hiring. Therefore, just as we did for
. the Mid-Year Diversity Report, we did not
leoe] % aao .
report the acquired McAfee employees in
the “Hires” category, and instead reported

* Representation and Exit data include
O4dEcaeae ifiidleaed édge+aod
does not include McAfee

19. Data is generally rounded to one decimal if them in the Representation or General
greater than 10% and two decimals if less Population category.
than 10%

20. Research and statistics on gender pay gap
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