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Founded in 1980, EWNJ is the leading
senior-level executive women’s organization
that is committed to increasing the presence
of women serving on corporate boards

and in the top leadership of New Jersey
companies. To this end, we publish a biennial
report on the number of women on boards
and in the senior governance of public
companies in New Jersey. This report is the

only one of its kind in the state.

EWNJ also hosts an array of events designed
to offer women executives prime networking
opportunities, amplify gender diversity
advocacy efforts, and raise funds for the
Graduate Merit Award Program, which is
focused on establishing a pipeline of future
leaders. As the largest provider of scholarships
to women who are non-traditional graduate
students in New Jersey, EWNJ is proud to
have awarded over $1.3 million to deserving

candidates over the last 30 years.
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ABOUT THIS REPORT

A Seat at the Table, a report on advancing gender

, E [ diversity in New Jersey’s corporate boards, is produced

. by Executive Women of New Jersey. This is our sixth

OF ADVOCATING 5 .

EQUITY & DIVERSITY  feport on women’s board service. As we have done

FOR WOMEN IN o . o . .
THE WoRKPLACE  since 2013, we provide statistics on the representation

of women on the boards of the 74 publicly held New Jersey companies in the Russell

3000. We also present data on women in CEO and executive officer positions and those

who are among the top compensated.
This year, we also look back on a decade of change.

From our first report, we have focused on documenting the state of gender diversity in
boardrooms. This year’s theme is “A Decade of Perseverance and Progress.” We chose this
theme to encourage reflection on how far we have come but also to emphasize the need to
continue to persevere to sustain and build on these gains. Many changes over the past
decade have been dramatic — for example, the number of New Jersey companies with no
women at all on their boards has dropped from thirty-three to two.

For the first time this year, we are able to report on racial diversity among New Jersey’s top
companies. There are some encouraging signs, but the numbers of board members from
underrepresented racial and ethnic groups are far below parity.

Though there have been many successes, the progress of the last decade has also generated
resistance. A recent Supreme Court decision dismantled affirmative action in many
universities. Some states — New Jersey not among them — have banned the public funding
of DEI programs. Companies have faced pushback on social media for supporting
diversity initiatives. And a recent study by Bloomberg found that there have been far
fewer public pronouncements of support for diversity by corporate executives than four
years ago. At least so far, the effect has been on words more than actions. Few large
companies have completely dismantled their DEI programs or rejected their commitment
to diversity. But the pressure is building.

We hope this report will inspire company leaders to persevere in this difficult
moment. We continue to encourage companies to add women to their own
boards and we demonstrate how sitting board members, CEOs and nominating
committee chairs can do their part to increase diversity.

To illustrate successful strategies for achieving board diversity and the
challenges that remain, we interviewed five leaders who have helped to foster
gender diversity on corporate boards. We explore their strategies for encouraging
companies to diversify their boards, their experiences as board members, and
their work to advance women candidates. We end with a list of practical
recommendations for companies seeking to diversify their boards and for those
who aspire to be members of corporate boards.

We congratulate the 17 New Jersey companies that have achieved significant
board gender diversity in having 35% or more women on their boards. We continue to
call on all New Jersey companies to accelerate the pace of change and give more women

A Seat at the Table.
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A MESSAGE FROM

Susan K. Dromsky-Reed, Esq.

Dana M. Britton, Ph.D.
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M. Courtney McCormick, Esq.

EXECUTIVE WOMEN
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EXECUTIVE WOMEN OF NEW JERSEY 4 EWNJ

Executive Women of New Jersey (EWNJ) is proud to present our sixth biennial “Seat at the Table” report on the
number of women serving on corporate boards and in the senior governance of public companies in New Jersey.
Since 2013, EWNJ has tracked and documented the progress of women in gaining access to board seats and positions
in senior executive leadership. As in our prior reports, we include interviews with business leaders who have made a
significant impact in improving gender diversity and inclusion and offer their strategies and insights. Our report also
offers guidance and concrete recommendations that companies, women candidates and allies can utilize to enable
equal access to opportunities for women.

The theme of this year’s report is “A Decade of Perseverance and Progress.” Through this report we assess the changes
we have seen since we issued our first report in 2013, and discuss some of the challenges that remain, in particular in
regard to racial and ethnic diversity on boards and senior leadership positions. While progress is being made, there is
still much more that can be done to increase equal opportunity for all women ascending the corporate ladder.

In addition, we have modernized the metric used to identify our “Honor Roll” companies. When EWNJ began recognizing
companies for our Honor Roll a decade ago, corporate boardrooms were largely male. Our original benchmark of three
or more women serving on the corporate board was a reasonably attainable standard for companies at the time.
However, since then, boards have made significant strides in prioritizing gender diversity. The 10-year anniversary of
our A Seat at the Table report marks the perfect time to update our metric and set the tone for years ahead. For this
report, we chose to celebrate this benchmark by modernizing our biennial Honor Roll criteria celebrating companies
with 35% or more women represented on their boards of directors.

We are so grateful to Professor Dana Britton for her dedicated work of the past 10 years and for creating five Seat at
the Table reports. Dana is Professor of Labor Studies and Employment Relations at Rutgers University. She received
her PhD in Sociology from the University of Texas at Austin and her research interests are in gender, work, and
organizations. She is a recognized authority on these topics, having published four books and numerous articles.

Finally, in keeping with the goals of the report, EWNJ continues its mission to connect New Jersey’s board-ready
women with opportunities to serve by leveraging its network of high-achieving members and that of its strategic
partners. As we have emerged from the pandemic, the desire for engagement and connection has invigorated
participation at our networking and educational events. We are proud of our efforts to raise funds for our Graduate
Merit Award Program, which is focused on establishing a pipeline of future leaders. As the largest provider of
scholarships to non-traditional female graduate students in New Jersey, we have awarded over $1.3 million to
deserving women candidates over the last 30+ years. This report is a central component of our commitment to
ensure that we will continue to see more New Jersey women with a“Seat at the Table” and that those women
who've earned their seat in turn support the next generation of leaders.

We have witnessed tremendous progress over the last ten years. We hope that this year’s report provides a glimpse
into the kind of future we can anticipate in 2033 and beyond.

Mo bt M

M. Courtney McCormick, Esq.
President, Executive Women of New Jersey
Senior Vice President — Audit, Enterprise Risk & Compliance, PSEG

o -y oo
Susan K. Dromsky-Reed, Esq.

President Elect, Executive Women of New Jersey, and Board Appointments Committee Chair
Co-Chair, Trusts and Estates, Brach Eichler LLC
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A Seat at the Table:

Celebrating Women & Board Leadership

In 2013, we gathered the statistics for our first“Seat at the Table”
report on women’s representation on the boards of New Jersey’s
leading publicly-held corporations. For the 111 New Jersey
companies in the Russell 3000 that year, the situation did not
seem promising: one third had no women at all on their boards
and only 14% of the 1,007 available board seats were held by
women. The “good news,” we noted, was that even these relatively
low numbers meant that New Jersey companies were doing
slightly better than the national average; women held only 12%
of board seats in all Russell 3000 companies in 2013.

Ten years have passed since we began this project, and in this
year's report, we take stock of a decade of change and discuss
some of the challenges that remain. Though the advances made
during these ten years are impressive and undeniable, we call on
companies to remain resolute in their commitment to progress
and steadfast in their efforts to move the needle towards gender
parity in corporate leadership.

EXECUTIVE SUMMARY

As in past reports, we examined the proxies of every publicly-
held New Jersey company listed in the Russell 3000 as of June 1,
2023.This year, there were 74 companies, down from 111 in
2013. Most of this decline occurred during 2020-2022 and

New Jersey by the Numbers

» Of 725 board seats in 74 companies, 209, or 29%, were held by women. This is an increase
of fifteen percentage points from 2013, when 14% of seats were held by women.

The thirteen NJ Fortune 500 companies on the Russell 3000 list did even better, with 52
> of 142, or 37%, of seats held by women. This is a substantial increase from 2013, when

women held only 19% of board seats in these companies.

Four companies have now reached (or exceeded) gender parity on their boards:
Organon & Co. (69% women), American Water Works (60% women), The Children’s Place
(55% women) and Johnson and Johnson (50% women). No company had achieved this

mark in 2013.

30%, of New Jersey's top companies in 2013.

number was 16%.

vvvyvyy

companies in 2023; there were four in 2013.

These changes in New Jersey mirror progress in the U.S. more
broadly. The proportion of women holding board seats in top
New Jersey companies is on par with that in the U.S. Russell
3000. Of the thirteen Fortune 500 companies headquartered in

Only two companies, or 3%, had no women on their boards. This was the case for 33, or
Women accounted for 191 of the 699 top executives, or 27%, in 2023.1n 2013, the
Women were 73 of 367 top earners, or 20%, in 2023. While far below parity, this

representation has doubled since 2013, when women made up only 10%.

Relatively little has changed at the top. There were six women CEOs in New Jersey's top

reflects the effects of mergers and acquisitions, the pace of
which accelerated during and after the COVID pandemic. (see
Methodology Appendix for all technical details).

The chart below displays our findings for this year and compares
the numbers we collected for our 2013 report.

2013 p[iyk3 CHANGE

29% +15%
POINTS

37% +17%
POINTS

58.5%

AVERAGE

3% +27%

POINTS
POINTS
0
21% [l
6 +2

New Jersey, two have women CEOs (15%); the number of

women CEOs in the U.S. Fortune 500 reached an all-time high of

52in 2023 - slightly more than 10%.

EXECUTIVE SUMMARY
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EXECUTIVE SUMMARY

HOW DID CHANGE HAPPEN?

In our 2013 report, we underscored problems in the board selection
process itself as a barrier for women, particularly the longstanding
preference for board members with experience as chief executive
officers. In the years since, many boards have changed their
practices. Retired CEOs still sit on boards, to be certain — though at
least some of them are women. As we have recommended in
previous reports, more boards are employing knowledge inventories
to understand the skillsets they need and are giving search firms

a mandate to find these candidates. This strategy has helped to
diversify boards demographically; according to search firm
Spencer Stuart, new independent directors from historically
underrepresented groups are more likely to be division or
subsidiary and line or functional leaders than those who are not
and much less likely to be (or to have been) CEOs.!

A DECADE OF PERSEVERANCE AND

As we discussed in our 2017 report, a confluence of external factors
has also come together to produce change. It was during that
year that large institutional investors threw a spotlight on board
diversity and, more importantly, began to act. State Street Global
Advisors, BlackRock, Vanguard Group, and Fidelity initiated
campaigns of “constructive engagement” with companies around
the case for diversity. During the 2017 proxy season, these four
institutional investors withheld approval votes from 6.1% of the
candidates, or almost 1,000 directors, mainly because the companies
putting them up for consideration did not have slates of diverse
candidates.

More recently, political activism in the aftermath of high-profile
cases of police brutality, particularly the murder of George Floyd

2013

AliEDeYWoNEN  PASE

# of seats held by women 139 1007
Companies with 3 or more female board members 17 1M
Companies with 4 or more female board members 2 1M1
Companies with no female board members 33 1M
Companies with 30% or more female board members 5 1
Companies with 40% or more female board members 3 1
Women executives 133 843
Companies with no women executives 41 1m
Female top earners 55 548
Companies with no female top earners 62 1M
Women CEOS 4 m

6

in 2020, has led to heightened attention around racial diversity on
boards. And indeed, the representation of African-Americans on
public company boards grew sharply in 2021 and 2022, though
the number of board members from underrepresented racial and
ethnic groups is still far below equity. A recent regulation adopted
by the Securities and Exchange Commission (SEC) for public
companies, discussed below, aims to encourage more gender,
race and ethnic diversity on boards and to monitor progress.

Yet another factor may simply be the power of peer pressure,
which is the rationale behind reports like this one. As Michele
Meyer-Shipp put it: “l remember this specifically. Sitting in roles
as a diversity leader in different companies, you start to see
other companies making progress and getting accolades for
making that progress. And it’s like, ‘Wait a minute, | want in!|
watched it in a professional service firm, and they're watching
what’s happening at the other big three, and they say, ‘Wait a
minute, we're falling behind.””

The common theme running through many of these changes
is a drive toward transparency and accountability. Large
institutional investors drew public attention to companies with
too few women on their boards. A political movement high-
lighted the lack of racial diversity. And organizations like EWNJ
have been monitoring and reporting on that progress for a
decade. In the process, many businesses have recognized the
link between transparency and their bottom line. The business
case for diversity is now well-established.

2023 %
ALEDBYWOMEN  PASE cHANGE
14% 209 725 29% 15%
15% 43 74 58% 43%
2% 16 74 22% 20%
30% 2 74 3% -27%
5% 36 74 49% 44%
3% 12 74 16% 14%
16% 191 699 27% 12%
37% 8 74 11% -26%
10% 73 367 20% 10%
56% 27 73 37% -19%
4% 6 74 8% 5%
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<< The goal should be building of a community of experience and expertise,

a community and a board that is best suited to guide a company that has
diverse business needs and diverse customers and diverse employees.

But that requires a different way of thinking. >>

Similarly, companies are building accountability into their diver-
sity initiatives by linking goals to evaluation and compensation.
Jennifer Velez described how this practice works at Horizon: “The
efforts around DEl are intensive and consistent and now part of
our culture. And it's not like ‘check the box. Everyone has DEl as
one part of their goals. It’s tied to your performance rating and
annual incentive program. It is part of how you're evaluated.”

And as we have recommended in each of our reports, women
interested in serving on boards have also taken the initiative to
make connections and hone their own skills. The number of
organizations — like EWNJ — providing training, networking
opportunities, and registries of “board ready” women have
grown dramatically over the last ten years. George Davis advises:
“Take the time to get exposure, take the time to understand.
Go to events, do projects that involve groups. Understand what
it means to be a good director, and then understand you don’t
get a free ride. You have to perform.”

Finally, for individuals and for companies, networks still matter.
As Susan Tomasky sees it: “You have to tap networks of under-
represented candidates because these networks have become
much more mature, much more developed over the last decade.
And you get really good candidates that way, who are known to
others. Networks have always been important in board searches,
of course. But now you just have to tap more networks, besides,
you know, the guys on the golf course””

NEW FINDINGS ON RACE AND ETHNICITY

Since our last report, there has been significant action on the
legislative and regulatory fronts. Unlike many countries in Europe,
U.S. policymakers and business leaders have resisted quotas or
restrictive regulations on board membership. Even so, twelve
states have passed or are considering legislation to require diverse
board membership — or at least transparency about gender and
ethnic diversity on boards. Some of these laws (e.g., California’s)
have been overturned; several others are in the process of being
challenged.?

Regulatory agencies like the SEC have also affirmed the importance
of greater board diversity. In August 2021, the SEC approved new
listing rules proposed by the Nasdaq Stock Market (Nasdaq), an
exchange on which public companies list their securities. The new
rules require companies listed on Nasdaq to (1) under Nasdaq
Rule 5606, publicly disclose board-level diversity statistics annually
by December 31 using a standardized matrix, and (2) under
Nasdaq Rule 5605(f), have, or explain why they do not have, a
minimum of at least two diverse directors. These two must
include one self-identified woman director and one director who
self-identifies a racial/ethnic minority or as LGBTQ+.

Susan Tomasky

These rules mean that for the first time we can present data on
the race/ethnicity of board members in New Jersey's top public
companies. The following chart illustrates the distribution of board
members by race/ethnicity and gender for the 54 companies
that disclosed this information (for technical details, see the
methodology appendix).

UNDERREPRESENTED MEN

UNDERREPRESENTED
WOMEN

59% -

WHITE MEN

20%
WHITE WOMEN

The majority of the 517 board seats in these companies are held
by white men - 307, or 59.4%. The next highest proportion, 104
of 517, or 20.1%, are held by white women. If we count white
men and women together, the data show that white board
members hold almost 80% (79.5%) of board seats. The other
20% are held by members of underrepresented racial and ethnic
groups, defined by the SEC as Asian, African-American, Hispanic,
Alaska Native or American Indian, Native Hawaiian or Pacific
Islander, and those who identify as members of two or more
racial groups. Taken together, underrepresented women hold
9.1% of board seats, underrepresented men, 11.4%.

How Does New Jersey Compare?

BOARD SEATS
USA Russell 3000 (XX)>® 29% 6%
NJ Russell 3000 29% 8%
Fortune 500°¢ 30% 10%
NJ Fortune 500 36% 15%

* hetps://5050wob.com/reports/

hteps://www.wheollaborative.org/wp-content/uploads/2021/10/Women-CEOS-in-America_2021_1013-2.pdf

©https://www2.deloitte.com/content/dam/Deloitte/us/Documents/us-missing-pieces-7th-edition-report.pdf
(data from 2022)

EXECUTIVE SUMMARY

S$S3HY0Ud ANV FONVHIAISHId 40

7
]

2023 EWN]J A Decade of Perseverance and Progress Report



EXECUTIVE SUMMARY

% Distribution of Board Members
w 2023
) et L
E White board members 41 79.7%
lg White men 307 59.4%
[11] White women 104 20.1%
&, African - American or Black board members 46 8.9%
E African-American men 23 4.4%
T8 African-American women 23 4.4%
o Hispanic/LatinX board members 15 2.9%
g Hispanic/LatinX men 6 1.2%
g Hispanic/LatinX women 9 1.7%
I.‘II, Asian board members 38 7.4%
(=] Asian men 25 4.8%
< Asian women 13 2.5%
Other board members (American Indian/ 7 1.4%
Alaska Native, Hawaiian/Pacific Islander,
2+ races)
Other men 5 1.0%
Other women 2 0.4%
Companies with boards with any racial 49 90.7%

or ethnic diversity on board

Companies with African-American or Black 38 70.4%
or Hispanic/LatinX board members

There are some encouraging signs. For example, 49 companies (91%)
have one or more board members who are from underrepresented
racial/ethnic groups. However, these data also show that not a
single group has a share of board seats that comes near mirroring
the U.S. population. For example, people who are Hispanic/Latinx
make up about 19% of the U.S. population yet hold only 2.9% of
seats in New Jersey’s top companies. Similarly, African-Americans
are about 13% of the population but hold 8.9% of board seats.
Asians make up 5.9% of the population and slightly exceed parity,
holding 7.4% of seats. White board members are overrepresented,
accounting for 59% of the population but 79.5% of board seats.

This lack of parity is not unique to New Jersey companies. One
recent study of the Fortune 500 similarly finds that white men hold
55.3% of all board seats; white women, 22.5%, or 77.8% taken
together (compared to 79.5% in NJ Russell 3000 companies). This
study estimates that at the current pace, it would take the boards
of Fortune 500 companies more than two decades to match the
current proportion of individuals from underrepresented racial
and ethnic groups in the population. Given that America will
become a “majority minority” country in less than twenty years,

these data suggest there is considerable room for progress.

8
L

2023
BOARD SEATS TOTAL NUMBER
FILLED BY WOMEN OF SEATS
Organon & Co. 9 13 69%
American Water Works Co., Inc. 6 10 60%
Children’s Place (The) 6 1 55%
Johnson & Johnson 6 12 50%
Merck & Co., Inc. 6 13 46%
AdvanSix Inc. 4 44%
Composecure 3 43%
PMV Pharmaceuticals 3 43%
Automatic Data Processing 5 12 42%
Zoetis Inc. 5 12 42%
Quest Diagnostics Inc. 4 10 40%
Verisk Analytics, Inc. 4 10 40%
Public Service Enterprise Group 4 10 40%
Universal Display Corporation 3 8 38%
Essential Properties REIT 3 8 38%
Prudential Financial, Inc. 4 1 36%
PTCTherapeutics, Inc. 4 1 36%

FINAL REFLECTIONS

We generally close these reports with a series of recommendations.
We have compiled these on the next two pages. Over the decade,
many have been repeated, e.g., encouraging companies to look
beyond the narrow pool of retired CEOs, to use skill inventories in
board search, to be intentional about their commitment to diversity,
to create goals and hold people accountable. We have advised
potential candidates to network with people already on boards,
and we have urged women already on boards to help other
women succeed. We have also urged women to expand their
networks and to seek out new skills. Sharon Hall echoes this
advice: “Mid-career women must make certain that each position
counts. People tend to sit in a job waiting to be tapped by someone
else. Know what you plan to get out of this job and manage
that position in a way that makes sure you get it. The moment
you get the experience you joined for, it's time to move on."

There is substantial work left to do. Most companies are far below
gender parity on their boards and progress toward achieving greater
racial and ethnic diversity has been far too slow. Nonetheless, the
stories we have presented in these reports are a testament to the
progress that these strategies have helped to achieve. We gratefully
recognize those New Jersey companies who have achieved goals
that seemed almost unimaginable ten years ago. And with this
report, we celebrate a decade of Perseverance and Progress.

References

"Spencer Stuart 2022 board index.
2Deloitte, Missing Pieces
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OUR RECOMMENDATIONS (compiled from past reports)

EXECUTIVE SUMMARY

Taken together, these recommendations are a comprehensive strategy for enhancing gender diversity and representation on
corporate boards by addressing both organizational practices and individual actions. Though our previous reports focused on
gender, the recommendations can also be adapted to the goal of increasing racial and ethnic diversity on boards:

For Companies/Organizations:

Commitment to Inclusion: Commit to including at least one
woman for consideration on every board slate and avoid limiting
candidates to sitting or retired CEOs.

Diverse Candidate Pool: Broaden the search for qualified
potential board members, considering diverse backgrounds,
experiences, and expertise.

Skill Set Assessment: Utilize a skill set inventory to identify
knowledge gaps among existing board members and seek
executives with varied expertise.

Talent Identification: Identify and mentor senior and mid-level
women within the company who have the potential to serve as
board directors.

Ensure Fairness: Adopt strategies in the selection and evaluation
of board candidates to ensure an equitable process.

Transparency and Governance: Consider adopting transparent
governance principles that emphasize diversity and extend
accountability to stakeholders.

Pipeline Development: Challenge the myth of the empty pipeline
and cast a wide net to find highly qualified business leaders.

Networking and Support: Build networks and support systems
with existing board members and professionals in the field.

Professional Search Firms: Connect with executive search firms
to create diverse candidate pools and ensure visibility in their
databases.

Starting Small: Encourage women to gain board experience in
non-profit or smaller company boards as a stepping stone to
larger opportunities.

Accountability: Evaluate and assess diversity regularly through
board evaluations and oversight.

Workplace Norms: Rethink workplace norms, particularly in
terms of overwork and office presence, based on lessons learned
from the pandemic.

For Female Professionals:

Skill and Strength Narrative: Prepare a clear narrative highlighting
your skills and strengths to present to your network for board
candidacy recommendations.

Alignment with Company Values: Identify companies that align
with your values and philosophies to ensure a suitable fit for
board membership.

Effective Communication: Clearly communicate your reasons for
wanting to serve on a board to your network and potential sponsors.

Networking: Build and cultivate networks with individuals
already on boards, both men and women, as board appointments
often rely on informal connections.

Executive Search Firms: Connect with executive search firms
and ensure your presence in their databases for board placement
opportunities.

Starting Small: Consider gaining board experience in non-profit
or smaller company boards as a way to learn about board service
and expand your network.

Supporting Others: Give back by supporting and mentoring
other women in their career journeys and actively participating
in professional organizations focused on board engagement.

S$S3HY0Ud ANV FONVHIAISHId 40

9
I

2023 EWN]J A Decade of Perseverance and Progress Report



EXECUTIVE SUMMARY

OUR RECOMMENDATIONS continued

Allies - Actions for people with power and influence:

Advocate for Gender Diversity: Allies should actively promote
and advocate for gender diversity on corporate boards within
their organizations and networks. Encourage decision-makers to
consider qualified women candidates.

Nominate Qualified Women: If allies have the authority or
influence to nominate candidates for board positions, they should
actively nominate qualified women from diverse backgrounds
and experiences.

Sponsor Women Candidates: Allies can serve as sponsors for
women who have the potential to be strong board candidates.
This includes actively supporting and mentoring women
throughout their careers, helping them gain the skills and visibility
necessary for board service.

A DECADE OF PERSEVERANCE AND

Demand Fairness: Be vigilant in the review of the board
nomination process. Encourage fair and objective evaluations of
candidates, focusing on qualifications and skills rather than gender.

Educate and Raise Awareness: Allies can organize or participate
in workshops, seminars, and awareness campaigns focused on
the benefits of gender diversity in boardrooms. Sharing research
and success stories can help change mindsets.

Support Networks and Organizations: Actively support
women's professional networks, organizations, and initiatives
aimed at advancing women in leadership roles. These groups
often provide valuable resources and connections for potential
board candidates.

Leverage Influence: Allies with influence can use their positions
to encourage their organizations to adopt diversity and inclusion
policies, including those related to board composition.

Challenge the Status Quo: Encourage organizations to challenge
the status quo when it comes to board recruitment and consider
unconventional candidates with diverse skills and experiences.

Collaborate with Diversity Committees: If your organization has
a diversity and inclusion committee, collaborate with them to
develop strategies for increasing gender diversity on boards.

Lead by Example: Allies can lead by example by actively seeking
out and appointing women to boards they are involved with or
recommending women for leadership roles.

Support Board Readiness Programs: Encourage women to par-
ticipate in board readiness programs and offer your support and
guidance as they prepare for board service.

Celebrate Successes: Celebrate and publicly acknowledge or-
ganizations that make progress in

achieving gender diversity on their boards. Positive recognition
can encourage others to follow suit.

Promote Networking Opportunities: Create opportunities for
women candidates to network with existing board members,
which can lead to valuable connections and mentorship.

Monitor Progress: Keep track of the progress made in increasing
gender diversity on boards and hold organizations accountable
for their commitments to diversity.

By taking these actions, allies can help create a more inclusive and equitable corporate board landscape, where qualified women have
equal opportunities to serve and contribute their expertise.

10
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CREATING A CULTURE OF DIVERSITY

Michele C. Meyer-Shipp, Esq.

CEOQ, Dress for Success

Michele Meyer-Shipp became CEO of Dress for Success Worldwide in 2022. Dress for Success is the
leading global nonprofit employment resource for women, with 145 affiliates in 23 countries. Prior to
that, she worked with Major League Baseball, where she led efforts to recruit and develop talent and
advance diversity and inclusion efforts. She also served as Chief Diversity & Inclusion Officer at KPMG
LLP, Prudential Financial, and a number of other large corporations.

Meyer-Shipp discovered her passion for diversity work in her early career as an employment lawyer.
“| realized that a lot of the matters that | was dealing with had to do with people not appreciating
differences. And it made me think there's got to be a better way for me to do this work. | can react, or
| can be proactive, and help organizations and employees navigate these issues so we do not end up
in a courtroom. So | moved into HR and Diversity Leadership, where | was able create policies and
practices to help people appreciate differences, celebrate differences, learn how to have courageous
conversations, and understand how to see across difference’”

<< Everywhere I've been I've always looked Her most high-profile assignment came in 2020, when she joined Major

first at hiring practices. We're human beings,
we gravitate towards the people we know.
We gravitate towards our networks. And so

League Baseball as Chief People & Culture Officer. Stepping into the position
at the height of the COVID crisis and in the midst of the Black Lives Matter
protests created unique challenges. Yet surprisingly, she remembers, “l didn't
find my work to be harder than my work in large corporations. | actually found

we end up finding people who are just like it to be a little bit easier. Because, this is going to sound strange, but the

us. When you create a hiring policy that League was a lot smaller than some multinational corporations I've dealt with.
requires leaders to cast a wide net, it And the other thing is that the issues from one team to the next were pretty
requires them to seek candidates from much the same. There were no playbooks on anything. We all had to make it

unconventional places that they’ve never
looked before. And that forces them to

think differently.))

up as we went. And so | think that also made it easier because we were all in a
space where we had to make new rules. We had to change the playbook.”

Looking back over the last decade and reflecting on her own career as a

pioneer in a male-dominated space, Meyer-Shipp sees improvements in
diversity in the boardroom and in corporations as a combination of access, opportunities, and
exposure.”l think that we as women, having this access and getting into the seats, we're holding our
own, we're showing up strong, we're showing people that they didn’t realize what they were missing
before we got to the table. | remember sitting at a baseball owner’s meeting, and they're talking
about a topic. | said ‘Well, excuse me, gentlemen, | noticed I'm the only woman around the table and
you guys may not have thought of this but from a woman’s perspective...And then they go, ‘Oh,
wow, that’s a great point. So | think when we show up in these rooms, the people who have historically
been in power realize -‘Wow, different perspectives really do help us make better decisions.”

Dress for Success is a non-profit organization, which often means “having no money to do anything.”
Certainly it does not offer the resources of Major League Baseball or a Big Four accounting company.
Even so, Meyer-Shipp says she was drawn to the work by the opportunity to transform women’s lives.
“After | left Baseball, | thought, | really want to do something now that allows me to feel joy. | had
never thought about joy. | never thought about that core caring kind of philosophy that | need in the
organization where | work. Dress for Success is all those things. The mission is caring for other human
beings and helping transform their lives. I'm running an organization that’s actually doing that, not
that we're not talking about doing it. We're actually doing it. The role allows me to be a part of that.
Every day | see the good in my work, and it gives me goosebumps. It's just incredible. Every day is a
heartwarming day.”
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LEADERSHIP IN ACTION

Sharon Hall

Vice President Global Executive
Recruiting, Walmart

[\

Sharon Hall is Walmart's Vice President of Global Executive Recruiting. She
previously spent more than twenty years as a Partner at Spencer Stuart, a leader
in executive search, board services and leadership consulting. She founded the
firm'’s first Diversity practice and was the first Black woman to serve on the Board.
Prior to her work in executive recruiting, she spent a decade at Avon, where she
led strategic planning for Asia and ultimately became a general manager in
Personal Care. Hall was also a consultant for Booz Allen Hamilton, and got her
start at Procter & Gamble in Brand Marketing in the Paper Division. We first
interviewed Sharon Hall for our Seat at the Table report in 2015.

When asked to reflect on changes she's seen over the past decade, Hall suggested
that progress for women is partly a product of simple multiplication:“So, if 'm a
female director and going to be on a board for at least 10 to 20 years, at some
point during that board service, I'm going to be asked:Hey, Sharon, we need
someone just like you on our board.”And | say, ‘call Tanya over there."And as a
Black female | might especially be asked to recommend other Black females, right?
So, over the course of board service, we each wind up making connections to get
four other women on boards. Then, those four might recommend twelve more each.
Thus, the numbers of women coming onto boards grow at an accelerated pace.”

Taking a broader view, Hall also believes social events have driven change, and
like others we interviewed, she pointed to the death of George Floyd and the

<< Regardless of what we may see in aE'gcc';tL;}’;St ﬁf\gi{lggiﬁtgﬁ

terms of those organizations and  conversation compelled

companies who may have pulled ~ organizations to reflect

back. diversi ty, equi tyan d meaningfully on their impact
’ 4 - and to take action. I was still

inclusion is here to stay. It's natural  at an executive search firm

to witness opposition to progress, ~ When that happened. After

but most corpora tions now everybody recovered from the

understand that diversity, equity,

and inclusion adds value to

paralysis, the scramble for
black executives was like
I've never seen it before.
. X . Companies made it a
business; thus, the work is ongoing.
For the first time, the DEI progress
made in corporate America will
not deteriorate as quickly as it
always has in the past.

singularly high priority. They
were all being asked to sign
diversity statements; they all
needed chief diversity officers;
and they needed black
executives to run businesses.
Corporations needed African-

American board directors as well. That generated a wave of new programs
developed with the mission of closing some of the educational, financial and
health care gaps between underrepresented groups and the mainstream.”

Her years of experience in executive search have made her a sought-after advisor
for women who aspire to join boards. Her advice to mid-career women is a case
in point: “Mid-career women must make certain that each position counts.
People tend to sit in a job waiting to be tapped by someone else. Know what you
plan to get out of this job and manage that position in a way that makes sure you
get it. The moment you get the experience you joined for, it's time to move on.
P&L (profit and loss) experience still means something, of course. And now,
global roles and digital roles will add expertise highly sought after in the board-
room. Target your networks at higher levels and carefully select the organizations
in which you'll be active. Avoid the inclination to network only amongst your
peers. As an example, if I'm the Director of IT, I'm going to the Director of IT
conference. Why? To meet two more IT directors?? We should always be
networking at a level above our own, with IT officers in this example. Indeed,
these are the people who can have real impact in our careers.”
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Jennifer Velez

Executive Vice President, Health &
Network Solutions, Horizon

Jennifer Velez is the Executive Vice President, Health & Network Solutions at
Horizon, which she joined in 2022 as Senior Vice President and General Counsel.
Prior to joining Horizon, Ms. Velez served as the Chief Impact Officer of
Shatterproof — a national not-for-profit organization dedicated to transforming
addiction treatment and reversing stigma. Prior to that role, she was the
Executive Vice President, Community & Behavioral Health at RWJBarnabas
Health. Velez has the
distinction of being New
Jersey’s longest-serving
Human Services Commis-
sioner, having held that role
for eight years, serving in the
cabinets of both Democrat
and Republican governors.

< At Horizon, | think one difference is
that we feel we have a responsibility
not just to reflect the diversity of
New Jersey - because many companies
can say that - but because we
manage the healthcare of so many
people in New Jersey — we have an
obligation to work with providers
and with diverse communities to
address and improve health
disparities. It is central to our mission
— and reflects what we should be
doing as healthcare Ieaders.>>

Velez is committed to
supporting Horizon’s DEI
initiatives and believes that
the entire organization is
committed to the cultural
change necessary to ensure
accountability in this
transformation journey. Like
others interviewed for this
report, she pointed to the
murder of George Floyd as
a pivotal moment that accelerated these efforts: “The catalyzing event was
really George Floyd's murder. In the aftermath, Horizon's CEO engaged the
organization in articulating a Pledge around a series of commitments, informed
by company-wide listening sessions. 'What are we doing? What are we not
doing? This critical input was sought from every level of the company —and
today, progress on Pledge updates are included in a variety of settings, including
town halls, leadership meetings — as well at every board meeting. Everyone has
accountability towards DEI progress as part of their goals. It is part of how you're
evaluated. We have a board meeting coming up this week and the Pledge
update will come from our Vice President of Diversity, Equity, and Inclusion.
That’s, | think, as it should be””

Her experience as Human Services Commissioner broadened her perspective
about how companies should frame diversity goals beyond gender and race/
ethnicity. “Including people with disabilities is so important and oftentimes
overlooked. None of the typical definitions of diversity include people with
disabilities, including blindness, deafness, physical, developmental or behavioral
health disabilities. To the extent that people are open to disclosing that which
may not be readily apparent, we still have a long way to go about educating
people to include diverse individuals in the workforce who may be just as
qualified as anyone else to move up the ladder”

In assessing progress for women in the boardroom and other aspects of public
life over the past ten years Velez points to changing expectations around gender:
“I hope more women continue to be named to leadership roles. If the CEO of any
major NJ organization retired, and if a woman were to be recruited as CEO, | think
it might still be notable, but it certainly wouldn't be shocking. So that leads quite
naturally to women serving on boards because they've served as CEOs, CFOs and
ClOs and in other significant leadership roles. | always harken back a little bit to
when | first got into government, | worked for Governor Whitman. She was our
first woman governor, an exceptional leader — and thankfully that gender barrier
has been broken.”

A Seat at the Table: Celebrating Women & Board Leadership



(( You need to ask ‘How do | end up in

Susan Tomasky

Director of the Board
Public Service Enterprise Group (PSEG)

Susan Tomasky has held numerous leadership positions in the energy
industry, government, and business. She served in several senior executive
positions at American Electric Power, including President, AEP Transmission,
Chief Financial Officer, General Counsel, and Executive Vice President for
Shared Services. Prior to that, she was engaged in private law practice in
Washington, D.C., and served as general counsel of the U.S. Federal Energy
Regulatory Commission, where she led efforts to craft rules establishing
competitive electricity markets in the U.S. Tomasky currently serves as Lead
Independent Director of the Board of the Public Service Enterprise Group
(PSEG). She also sits on the Board of Marathon Petroleum Co, where she
chairs the Audit Committee.

Tomasky’s first public company board appointment came after she was
identified by a search firm."“My first public company board was an energy
company based in Texas. That board was filled with former CFOs and CEOs
of very high-powered companies. And they had to decide that bringing

on a woman CFO from a utility company who hadn't served on a board
was the right thing to do. So it required intentionality to say we're going

to look a little bit differently. We're going to look beyond the fold of people
we know. And we're going to look at skill sets, we're going to build a
different kind of board.”

She is a strong believer in
the importance of racial
and ethnic diversity in the
boardroom, and pushes
back against critics who
have argued that the
appointment of diverse
candidates is a form of to-
kenism: “It is not literally
we have to have a woman,
or we have to have an
African-American, or some-
one Hispanic. PSEG serves a
large Hispanic community
in the state. We want to
make sure we understand
that experience and needs
of that community. Another
important thing is the signal
you send to the next
generation of employees.
You want to make sure that that next generation of employees understands
that the board is aware that not only does that generation value diversity, but
that generation is diverse. | think people get tied up in knots over this issue.
But the goal should be building of a community of experience and expertise,
a community and a board that is best suited to guide a company that has
diverse business needs and diverse customers and diverse employees. But
that requires a different way of thinking”

an executive position with a variety
of experiences and expertise that
will make me attractive when the
board opportunity comes along?’
It's not everyone, even an extremely
accomplished person is not
necessarily going to be successful
in the boardroom. It takes attention
to governance and having not just
had decision making experience,
but collegial decision making
experience. That is a really
important part of it.>>

Her advice for women who aspire to join boards is to be intentional and start
acquiring the necessary skills at mid-career.“The process is not quite as
mysterious as it was 10 years ago. You can look at matrices and say ‘Okay,
here are the things that boards are interested in. Some essential things are
always there, you know, operations experience and financial experience, risk
management experience, safety experience. And so as a person who is
developing his or her career, they ought to be looking for a variety of kinds
of experiences that permit them to say, 'l know about succession planning,

I know about large transactions. | know about compliance!Whatever it is,
they should look for opportunities within their own professional career for
doing that”

LEADERSHIP IN ACTION

George Davis

Founder and Managing Partner
Davis Partners Group (DPG)

George Davis is a leading expert on corporate governance and is the founder
and managing partner of Davis Partners Group (DPG). DPG specializes in human
capital management, including Board and CEO evaluation and succession plans.
Prior to founding DPG, Davis spent 25 years at Egon Zehnder as the Global
Head of the Board Practice Group and Executive committee member. Over his
long career, he has advised dozens of companies and helped to recruit more
than 500 CEO’s and board
directors across a range

‘ : I'm a believer that what gets
of industries.

measured gets done. You know,
link diversity goals to incentive
pay for the CEO or to executives’
stock options. And of course,
you'’ve got to maximize return
for the shareholders. If people
believe that diversity is good
for performance, then commit
it to the scorecard. Make it

accountable. Make it financially
Europe and said,‘Oh, my

accountable. ))
God, it could happen here.

So let’s start doing stuff on our own before they regulate! The institutional
shareholders also drove a lot. | also think when the SEC said you have to start
publishing a diversity matrix, it certainly woke people up to getting things
going. | think it's an accumulation effect. | don't think one item per se
mattered but together they created momentum.

Davis takes a broad view of
the factors that have driven
diversity. “It started in Europe
—the Danes and Swedes
mandated quotas. Then the
United Kingdom set their
own goals. And that started
getting people noticing that
the US had to do something.
| think that spotlight was one
of the fuels. The Americans
saw what happened in

Even so, Davis expressed concerns about these changes. Though he is a
believer in the value of diversity in the boardroom, he believes it has been
framed too narrowly: “Diversity is crucial. You cannot have a monochromatic
view on anything. However, | think diversity is a very broad term that should
be applied to multiple categories. Over the past 10 to 15 years, we've thought
diversity was only about women on boards. But | believe in diversity of
thought. I think of diversity of race, color, gender, is important, but | think
thought needs to be brought in there. Because boards need open dialogue”

He also worries about the connection between “overboarding,” which is the
practice of serving on multiple boards, and diversity policies. Recent data do
indicate that this is more common for women and members of underrepre-
sented groups, which may mean companies are drawing on small pools of
“known”women and underrepresented groups to fill seats. Failing to expand
these pools, Davis fears, may slow progress and repeat old patterns:“It's called
the ‘golden skirt’phenomenon. When they imposed mandates in European
countries, many women were on multiple boards. And it's the same problem
that the white guys created 20 years ago by relying on their own limited
networks of friends.”

As for advice for women who want to join the boards of public companies:
“Networking has always been the key. The second part is to get qualified.
Education is the ante to get into the poker game. The networking is how you
play the game. But | think what would kill the momentum is not being qualified.
So my advice is to learn as much as you can, network as much as you can,
understand the role as much as you can. And that will make you a better
director. Once people start seeing that new directors are as equally good as

the existing directors, it's only going to increase the momentum.
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WOMEN DIRECTORS AND EXECUTIVE OFFICERS (as listed in SEC filings)

These names come from SEC proxy filings up to May 31, 2023 and from company websites for the 74 NJ Russell 3000 companies.

2023 FORTUNE 500

COMPANY NAME WOMEN DIRECTORS EXECUTIVE OFFICERS S

indicators of board leadership roles Bold if high earner
*indicates new since 2019

ADMA Biologics, Inc. Martha Demski* (Audit Committee Chair) Kaitlin Kestenberg
Sherry Klostermeyer
Cindy Petersen

AdvanSix Inc. Erin N. Kane Erin N. Kane
Farah Aslam* Kelly Slieter
Gena C. Lovett* (Health, Safety and Environmental
Committee Chair)
Sharon S. Spurlin (Nominating and Governance
Committee Chair)

Alexander’s, Inc. Mandikini Puri* N/A
Wendy A. Silverstein N/A

American Water Works Company, Inc. Martha Clark Goss M. Susan Hardwick
M. Susan Hardwick, CEO* Cheryl Norton
Kimberly J. Harris* (Nominating/Corporate Melanie M. Kennedy
Governance Committee Chair) Maureen Duffy
Laurie P. Havanec* Melissa K. Wikle

Julia L. Johnson
Patricia L. Kampling*

Amneal Pharmaceuticals, Inc. Emily Peterson Alva Nikita Shah
Deb Autor*
Anterix (f/k/a pdvWireless, Inc.) Singleton B. McAllister (Nominating and Gena L. Ashe
Corporate Governance Committee Chair)
Mahvash Yazdi*
Anywhere Real Estate Fiona Dias Charlotte Simonelli 427
V. Ann Hailey Susan Yannaccone
Sherry Smith Melissa McSherry
Felicia Williams* (Audit Committee Chair) Marilyn Wasser
Tanya Reu-Narvaez
Automatic Data Processing, Inc. Maria Black Maria Black 242
Linnie Haynesworth* Kathleen A Winters
Francine S. Katsudas* Laura Brown
Nazzic S. Keene* Virginia Magliulo
Sandra S. Wijnberg (Audit Committee Chair)
Avepoint Janet Schijns Dana Simberkoff
Sophia Wu
Clara Lim
Avis Budget Group, Inc. Anu Hariharan* Izilda P. Martins 378
Lynn Krominga (Corporate Governance Jean M. Sera
Committee Chair) Cathleen DeGenova
B&G Foods, Inc. DeAnn L. Brunts (Audit Committee Chair) Ellen M. Schum
Cheryl M. Palmer (Risk Committee Chair) Kristen Thompson

Debra Martin Chase* (Corporate Social
Responsibility Committee Chair)

Balchem Kathleen Fish (Governance Committee Chair) Hatsuki Miyata
Joyce Lee
BCB Bancorp, Inc. Judith Q. Bielan (Bank Site Committee Chair) Sandra L. Sievewright
BD (Becton, Dickinson and Company) Catherine M. Burzik (Quality and Regulatory Shana Neal 173
Committee Chair) Denise Fleming
Carrie L. Byington, M.D.* Elizabeth Combs
Claire M. Fraser, Ph.D. Michelle Quinn
Ami E. Simunovich
Blue Foundry Bancorp Mirella Lang Kelly Pecoraro
Margaret Letsche Elizabeth Miller

Elyse D. Beidner
Acela Roselle
Michelle Dowling Johnson

Burlington Stores, Inc. Jessica Rodriguez Jennifer Vecchio 377
Laura J. Sen Kristin Wolfe
Mary Ann Tocio (Nominating and Corporate
Governance Committee Chair)

Campbell Soup Company Fabiola Arrendondo Valerie J. Oswalt 409
Maria Teresa Helado (Finance and Corporate Carrie L. Anderson
Development Committee Chair) Julia Anderson
Sarah Hofstetter* Rebecca Gardy
Mary Alice Dorrance Malone Linda Lee
Janda Lukin

Diane Johnson May
Camille Pierce

Catalent, Inc. Karen Flynn* Manja Boerman
Rosemary A. Crane Trish Hunt
Christa Kreuzburg Ph.D. Kay Schmidt
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WOMEN DIRECTORS AND EXECUTIVE OFFICERS (as listed in SEC filings)

These names come from SEC proxy filings up to May 31, 2023 and from company websites for the 74 NJ Russell 3000 companies.

WOMEN DIRECTORS EXECUTIVE OFFICERS

2023 FORTUNE 500

COMPANY NAME RANK

Celldex Therapeutics, Inc.

indicators of board leadership roles
*indicates new since 2019

Karen L. Shoos (Board Chair)
Cheryl L. Cohen

Bold if high earner

Sarah Cavanaugh
Elizabeth Crowley

Rita I. Jain, M.D. Margo Heath-Chiozzi, M.D.
Diane C. Young, M.D.
Celularity Diane Parks N/A
Robin L. Smith N/A
Cenntro N/A Marianne Mclnerney
Certara Cynthia Collins Nicolette D. Sherman

Nancy Killefer (Compensation Committee Chair)
Rosemary Crane

The Children’s Place Marla Beck Jane Elfers
Elizabeth J. Boland* Claudia Lima-Guinehut
Jane Elfers Jennifer Groves

Church & Dwight Co., Inc.

Clearway Energy, Inc.
(f/k/a NRG Yield, Inc.)

Cognizant Technology Solutions

Corporation

Columbia Financial, Inc.

Commvault Systems, Inc.

Composecure

Conduent Incorporated

ConnectOne Bancorp, Inc.

Eagle Pharmaceuticals

Embecta

Essential Properties Realty Trust, Inc.

First Bank

Tracey R. Griffin*

Katherine Kountze*

Debby Reiner* (Human Capital and Compensation
Committee Chair)

Susan G. Saideman*

Janet S. Vergis (Governance, Nominating and
Corporate Responsibility Committee Chair)
Laurie J. Yoler

Jennifer Lowry* (Energy Risk Management
Committee Chair)

Vinita Bali*

Archana Deskus*

Nella Domenici*

Sandra S Wijnberg (Audit Committee Chair)

Elizabeth E. Randall
Lucy Sorrentini*
Daria S. Torres*

Martha H. Bejar (Nominations and Governance
Committee Chair)

Vivie “YY” Lee

Allison Pickens*

Michelle Logan

Jane J. Thompson (Compensation Committee
Chair)

Niloofar Razi Howe

Kathy Higgins Victor* (Corporate Social
Responsibility and Public Policy Committee Chair)
Margarita Palau-Hernandez* (Corporate
Governance Committee Chair)

Katherin Nukk-Freeman

Jennifer K. Simpson*
Luciana Borio* (Strategic Clinical Development
Committee Chair)

Carrie L. Anderson

Claire Pomeroy, M.D. (Corporate Governance
and Nominating Committee Chair)

Karen N. Prange (Compensation and
Management Development Committee Chair)

Joyce Delucca
Heather Neary*
Janiki Siveaesan*

Agenia Clark* (Risk Committee Chair)
Emily Reynolds* (Compensation Committee Chair)
Melody Sullivan*

Maegan Markee
Nancy Straface

Rene M. Hemsey

Sarah Rubenstein
Jennifer Hein
Alicia Stevenson
Susan Barlow
Valerie Wooley

Ursula Morgenstern
Rebecca (Becky) Schmitt

Allyson Schlesinger
Mayra L. Rinaldi
Jenifer W. Walden

Martha Delahanty
Anna Griffin
Danielle Sheer

Amanda Gourbault
Stacey Gutman

Remy Caul
Tracy Yelencsics

Elizabeth Magennis
Laura Criscione

N/A

Ginny Blocki
Colleen Riley

N/A

Aimee T. Hamilton
Beth W. Sims
Kimberly Phegley
Jeanie Rittenberry

Freshpet, Inc. Olu Beck* Heather Pomerantz
Leta D. Priest* Thembeka Machaba
Jacki S. Kelley*

Hovnanian Enterprises, Inc. Miriam Hernandez-Kakol* N/A

IDT

Robin Stone Sellers

Liora Stein

Joyce J. Mason
Nadine Shea

193
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WOMEN DIRECTORS AND EXECUTIVE OFFICERS (as listed in SEC filings)

These names come from SEC proxy filings up to May 31, 2023 and from company websites for the 74 NJ Russell 3000 companies.

WOMEN DIRECTORS EXECUTIVE OFFICERS

Bold if high earner

2023 FORTUNE 500

COMPANY NAME RANK

indicators of board leadership roles

Insmed Incorporated

Integra LifeSciences Holdings

Corporation

Intercept Pharmaceuticals

J&J Snack Foods Corp

*indicates new since 2019

Elizabeth McKee Anderson (Nominations and
Governance Committee Chair)

Clarissa Desjardins* (Science and Technology
Committee Chair)

Carol A. Shafer*

Shaundra D. Clay*

Barbara B. Hill (Nominating and Corporate
Governance Committee Chair)

Renee W. Lo*

Nancy Miller-Rich
Dagmar Rosa-Bjorkeson

Mary Meder*
Marjorie S. Roshkoff*

Sara Bonstein
Martina Flammer
S. Nicole Schaeffer

Lisa Evoli

M. Michelle Berrey, M.D., MPH
Linda Richardson
Kathleen Munster

Mary Lou Kehoe
Deborah Kane

Johnson & Johnson Mary C. Beckerle (Science & Technology Jennifer Taubert 37
Committee Chair) Ashley McEvoy
Jennifer A. Doudna Vanessa Broadhurst
Marilyn A. Hewson* (Compensation and Liz Forminard
Benefits Committee Chair) Kathryn E. Wengel
Paula A. Johnson*
Anne M. Mulcahy (Nominating and Corporate
Governance Committee Chair and Consumer
Health Special Committee Chair)
Nadja Y. West*
Kearny Financial Corp. Catherine A. Lawton* (Enterprise Risk Erika K. Parisi
Management Committee Chair)
Melvina Wong-Zaza
Merck & Co., Inc. Mary Ellen Coe* Caroline Litchfield 7
Pamela J. Craig (Audit Committee Chair) Jennifer Zachary
Risa J. Lavizzo-Mourey, M.D.* Cristal N. Downing
Patricia F. Russo (Compensation and Management
Committee Chair)
Christine E. Seidman, M.D.*
Kathy J. Warden*
Middlesex Water Company Kim C. Hanneman Georgia M. Simpson
Ann L. Noble* Lorrie B. Ginegaw
Amy B. Mansue (Compensation Committee Chair) Bernadette M. Sohler
Movado Group, Inc.. Ann Kirschner* (Nominating, Governance and Vivian D’Elia
Corporate Responsibility Committee Chair) Sallie A. DeMarsilis
Maya Peterson*
New Jersey Resources M. Susan Hardwick* Amy Cradic
Sharon C. Taylor (Leadership Development Lori DelGiudici
and Compensation Committee Chair) Tejal Mehta
Jane M. Kenny (Nominating/Corporate Ginger P. Richman
Governance Committee Chair) Jacqueline K. Shea
Northfield Bancorp, Inc. Annette Catino Tara L. French
Karen J. Kessler Robin Lefkowitz
OceanFirst Financial Corp. Kimberly M. Guadagno Michele V. Estep
Patricia L. Turner” Grace Vallacchi
Grace C. Torres (Audit Committee Chair) Angela K. Ho
Organon Carrie S. Cox (Talent Committee Chair) Suzanne Fiedler
Cynthia M. Patton Sandra Milligan, M.D.
Grace Puma Geralyn Ritter
Ma. Fatima de Vera Francisco Rachel Stahler
Martha McGarry
Shalini Sharp (Audit Committee Chair)
Rochelle “Shelly” B. Lazarus
Helene Gayle, M.D.
Deborah Leone
Outlook Therapeutics Julia A. Haller, M.D. N/A
Parke Bancorp, Inc. Elizabeth A. Milavsky* N/A
PBF Energy Inc. Georgeanne Hodges* Karen B. Davis 130

Peapack-Gladstone
Financial Corporation

Phathom Pharmaceuticals

Kimberly Lubel (Audit Committee Chair and
Health, Safety & Environment Committee Chair)

Carmen M. Bowser
Susan A. Cole
Beth Welsh

Terrie Curran
Heidi Kunz (Audit Committee Chair)

Wendy Ho Tai
Trecia M. Canty

Lisa P. Chalkan
Brydget Falk-Drigan
Maureen E. Hemhauser

Terrie Curran
Molly Henderson

Carol A. Wrenn
Mary Lou Malanoski

Phibro Animal Health Corporation Lisa Escudero
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WOMEN DIRECTORS AND EXECUTIVE OFFICERS (as listed in SEC filings)

These names come from SEC proxy filings up to May 31, 2023 and from company websites for the 74 NJ Russell 3000 companies.

WOMEN DIRECTORS EXECUTIVE OFFICERS

Bold if high earner

2023 FORTUNE 500

COMPANY NAME RANK

indicators of board leadership roles

PMV Pharmaceuticals

Provident Financial Services, Inc.

*indicates new since 2019

Laurie Stelzer
Kirsten Flowers
Carol Gallagher, Pharm. D

Nadine Leslie*
Ursuline Foley*

Leila Alland, M.D.

Deepika Jalota, Pharm.D.

Valerie O. Murray
Carolyn Powell

Prudential Financial, Inc. Martina Hund-Mejean (Audit Committee Chair) Caroline Feeney 51
Wendy E. Jones* Ann Kappler
Sandra Pianalto Stacey Goodman
Christine A. Poon (Executive Committee Chair Candace Woods
and Finance Committee Chair)
Public Service Enterprise Group Susan Tomasky Tamara L. Linde 362
Jamie Gentoso* Kim C. Hanemann
Valerie A. Smith* Sheila J. Rostiac
Laura Sugg (Industrial Operations Committee Chair)
PTC Therapeutics, Inc. Stephanie S. Okey Emily Hill
Emma Reeve (Audit Committee Chair) Christine Ulster
Mary Smith*
Alethia Young*
Quest Diagnostics Incorporated Tracey C. Doi* Catherine T. Doherty 342
Vicky B. Gregg (Compensation and Leadership Celia McKenney
Development Committee Chair) Kristin Wallace
Denise M. Morrison* Yang Chen
Gail R. Wilensky, Ph.D. (Quality and Compliance Gabirielle Wolfson
Committee Chair)
Selective Insurance Group, Inc. Lisa Rojas Bacus* Brenda M. Hall
H. Elizabeth Mitchell
Cynthia S. Nicholson
UMH Properties, Inc. Angela D. Pruitt-Marriott* Anna Chew
Anna T. Chew
Amy L. Butewicz*
Unity Bancorp, Inc. Dr. Mary E. Gross Janice Bolomey
Universal Display Corporation Cynthia J. Comparin* Julia J. Brown, Ph.D.
Elizabeth H. Gemmill (Environmental & Social Janice K. Mahon
Responsibility Committee Chair and Human
Capital Committee Chair)
Celia M. Joseph*
Urban Edge Mary L. Baglivo Andrea Drazin
Catherine D. Rice Cecilia Li
Katherine M. Sandstrom Leigh Lyons
Helen Schultz
Veris Residential Inc. Tammy K. Jones* Amanda Lombard
Nori Gerardo Lietz* (Nominating & Corporate Anna Malhari
Governance Committee Chair) Taryn D. Fielder
Stephanie L. Williams*
Verisk Analytics, Inc. Wendy Lane* Kathy Card Beckles
Kimberly S. Stevenson* Elizabeth D. Mann
Therese M. Vaughan (Governance, Corporate Sunita Holzer
Sustainability and Nominating Committee Chair) Yang Chen
Kathleen A. Hogenson (Audit Committee Chair) Dianne Greene
Melissa Hendricks
Stacey Brodbar
Village Super Market, Inc. N/A N/A
Wiley (John) & Sons - CL A Mari J. Baker (Governance Committee Chair) Christina Van Tassell
Beth A. Birnbaum* (Digital Product and Technology Danielle McMahan
Committee Chair) Deirdre Silver
Laurie A. Leshin Shari Hofer
Wyndham Worldwide Corporation Myra J. Biblowit (Governance Committee Chair) Michele Allen
Pauline D.E. Richards (Audit Committee Chair) Lisa Borromeo Checchio
Monica Melancon
Zoetis Inc. Vanessa Broadhurst Kristin C. Peck 440
Antoinette R. Leatherberry* Heidi C. Chen
Louise M. Parent (Corporate Governance Wafaa Mamilli

and Sustainability Committee Chair)
Kristin C. Peck*
Linda Rhodes

Rimma Driscoll

Hjenna Ferran Astorga

Roxanne Lagano
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BOARD SEATS, EXECUTIVES AND TOP EARNERS (s listed in SEC filings)

These figures were compiled from information on company websites and in SEC proxy filings up to May 31, 2023 for 74 NJ Russell 3000 companies.

BOARD OF DIRECTORS EXECUTIVES TOP EARNERS

COMPANY NAME FEMALE TOTAL % FEMALE FEMALE TOTAL % FEMALE FEMALE TOTAL % FEMALE

BOARD BOARD BOARD EXECUTIVES ~EXECUTIVES ~ EXECUTIVES TOP TOP TOP

SEATS SEATS SEATS EARNERS EARNERS EARNERS
ADMA Biologics, Inc. 1 7 14% 3 16 19% 0 2 0%
AdvanSix Inc. 4 9 44% 2 5) 40% 2 6 33%
Alexander's, Inc. 2 8 25% 0 6 0% 0 2 0%
American Water Works Company, Inc. 6 10 60% 5 10 50% 3 6 50%
Amneal Pharmaceuticals, Inc. 2 11 18% 1 6 17% 1 6 17%
Anterix (f/k/a pdvWireless, Inc.) 2 8 25% 1 6 17% 0 5 0%
Anywhere Real Estate 4 12 33% 5 10 50% 4 5 80%
Automatic Data Processing, Inc. 5 12 42% 4 18 22% 2 6 33%
Avepoint 1 7 14% 3 14 21% 0 4 0%
Avis Budget Group, Inc. 2 6 33% 3 9 33% 1 5 20%
B&G Foods, Inc. 3 10 30% 2 8 25% 1 6 17%
Balchem 2 8 25% 1 7 14% 1 6 17%
BCB Bancorp, Inc. 1 " 9% 1 6 17% 0 3 0%
BD (Becton, Dickinson and Company) 3 " 27% 5 17 29% 1 6 17%
Blue Foundry Bancorp 2 8 25% 5 9 56% 1 4 25%
Burlington Stores, Inc. 3 10 30% 2 6 33% 2 6 33%
Campbell Soup Company 4 13 31% 8 19 42% 1 5 20%
Catalent, Inc. 8 14 21% 3 18 17% 0 5 0%
Celldex Therapeutics 3 9 33% 4 10 40% 2 5 40%
Celularity 2 7 29% 0 6 0% 0 3 0%
Cenntro Electric Group 0 5 0% 1 6 17% 0 6 0%
Certara 3 9 33% 1 12 8% 0 5 0%
Children’s Place (The) 6 " 55% 5 8 63% 2 4 50%
Church & Dwight Co., Inc. 3 10 30% 1 11 9% 0 5 0%
Clearway Energy, Inc. (f/k/a NRG Yield, Inc.) 1 11 9% 5 14 36% 1 4 25%
Cognizant Technology Solutions Corporation 4 13 31% 2 13 15% 1 6 17%
Columbia Financial, Inc. 3 9 33% 3 11 27% 1 6 17%
Commvault Systems, Inc. 3 9 33% 3 11 27% 0 3 0%
Composecure 3 7 43% 2 9 22% 1 5 20%
Conduent Incorporated 2 8 25% 2 18 1% 0 5 0%
ConnectOne Bancorp, Inc. 1 11 9% 2 4 50% 1 5 20%
Eagle Pharmaceuticals 2 7 29% 0 2 0% 0 3 0%
Embecta 3 9 33% 2 10 20% 0 5 0%
Essential Properties Realty Trust, Inc. 3 8 38% 0 5 0% 0 3 0%
First Bank 3 12 25% 4 19 21% 1 5 20%
Freshpet, Inc. 3 10 30% 2 7 29% 1 5 20%
Hovnanian Enterprises, Inc. 2 8 25% 0 3 0% 0 3 0%
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BOARD SEATS, EXECUTIVES AND TOP EARNERS (s listed in SEC filings)

These figures were compiled from information on company websites and in SEC proxy filings up to May 31, 2023 for 74 NJ Russell 3000 companies.

BOARD OF DIRECTORS EXECUTIVES TOP EARNERS

COMPANY NAME FEMALE TOTAL % FEMALE FEMALE TOTAL % FEMALE FEMALE TOTAL % FEMALE
BOARD BOARD BOARD EXECUTIVES ~EXECUTIVES ~ EXECUTIVES TOP TOP TOP

SEATS SEATS SEATS EARNERS EARNERS EARNERS
IDT CORP.CL B 1 6 17% 2 10 20% 0 6 0%
Insmed Incorporated 3 9 33% 3 7 43% 2 5 40%
Integra LifeSciences Holdings Corporation 3 9 33% 1 7 14% 0 6 0%
Intercept Pharmaceuticals, Inc. 2 11 18% 3 9 33% 2 7 29%
J & J Snack Foods Corp 2 8 25% 2 1 18% 0 5 0%
Johnson & Johnson 6 12 50% 5 12 42% 2 5 40%
Kearny Financial Corp. 2 14 14% 1 7 14% 0 5 0%
Merck & Co., Inc. 6 13 46% 3 15 20% 2 6 33%
Middlesex Water Company 3 9 33% 3 8 38% 1 5 20%
Movado Group, Inc. 2 8 25% 2 5 40% 2 5 40%
New Jersey Resources 3 10 30% 5 20 25% 1 6 17%
Northfield Bancorp, Inc. 2 10 20% 2 5 40% 2 5 40%
OceanfFirst Financial Corp. 3 12 25% 3 9 33% 1 6 17%
Organon & Co. 9 13 69% 4 10 40% 2 5 40%
Outlook Therapeutics 1 10 10% 0 4 0% 0 3 0%
Parke Bancorp, Inc. 1 9 11% 0 4 0% 0 3 0%
PBF Energy Inc. 2 10 20% 3 9 33% 1 6 17%
Peapack-Gladstone Financial Corporation 3 13 23% 3 13 23% 0 6 0%
Phathom Pharmaceuticals 2 8 25% 2 8 25% 2 3 67%
Phibro Animal Health Corporation 2 8 25% 1 8 13% 0 5 0%
PMV Pharmaceuticals 3 7 43% 2 4 50% 1 4 25%
Provident Financial Services, Inc. 2 13 15% 2 13 15% 1 5 20%
Prudential Financial, Inc. 4 11 36% 4 10 40% 0 5 0%
Public Service Enterprise Group 4 10 40% 3 9 33% 2 6 33%
PTC Therapeutics 4 11 36% 2 6 33% 1 5 20%
Quest Diagnostics Incorporated 4 10 40% 5 14 36% 1 8 13%
Selective Insurance Group, Inc. 8 13 23% 1 6 17% 1 5 20%
UMH Properties, Inc. 3 12 25% 1 5 20% 1 5 20%
Unity Bancorp, Inc. 1 10 10% 1 4 25% 1 5 20%
Universal Display Corporation 3 8 38% 2 5 40% 2 6 33%
Urban Edge Properties 3 10 30% 4 13 31% 0 5 0%
Veris Residential, Inc. 3 9 33% 8 5 60% 8 7 43%
Verisk Analytics, Inc. 4 10 40% 7 16 44% 2 5 40%
Village Super Market, Inc. 0 10 0% 0 7 0% 0 3 0%
Wiley (John) & Sons 3 11 27% 4 10 40% 1 6 17%
Wyndham Worldwide Corporation 2 8 25% 3 12 25% 2 5 40%
Zoetis Inc. 5 12 42% 6 10 60% 3 5 60%
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PROJECT METHODOLOGY

A DECADE OF PERSEVERANCE AND
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The research covered companies on the Russell 3000 Index that were headquartered in New Jersey as of May 31, 2023.
There were 79 New Jersey companies on the Index on May 31, 2023; data from 74 are included in this analysis. The
five excluded companies are: Bed, Bath and Beyond, which filed for bankruptcy in 4/2023; Iveric Bio, which was
acquired by Astellas in 4/2023; Lakeland Bancorp, which merged with Provident in 9/2022; Party City Holding Co.,
which was seeking restructuring as of 1/2023; and Provention Bio, which was acquired by Sanofi in 4/2023.

For each company, the research team read the most recently available proxy statement filed with the Securities and
Exchange Commission. If a 2023 proxy was filed by May 31, 2023, it was used. Otherwise, the 2022 proxy statement
was used. In certain instances (e.g., a contested proxy), judgment was applied and some proxies were used that were
filed after this date.

The objective was to identify directors who would be serving during fiscal year 2023. Accordingly, if a new director
was nominated to join a board in a 2023 proxy statement, that individual was counted. Directors identified in proxies
as retiring were not included in the tally.

In the annual proxy statement, a company must disclose information concerning the amount and type of compensation
paid to its CEO, CFO and three other most highly compensated executive officers. The listing of “hamed executive
officers”is the basis for the “top earners” listed in the report. The table also identifies any female top earners who the
company disclosed had retired from or otherwise left the company.

Analyzing the “executive” category required more judgment. Only a handful of proxy statements disclosed the
executive team beyond the executive officers who are top earners. Accordingly, the research team often had to
review company websites for information on the leadership/executive team and use judgment in determining who
should be counted as an executive. Usually, these individuals were identified on the website as “Top Executives”or
“Management Team.”

For the first time in this year’s report, we report data on the race and ethnicity of board members. This disclosure is
now required by SEC rule for companies on the NASDAQ. Of the 74 companies on which we focus in this report, 44
are listed on the NASDAQ exchange. All but one NASDAQ company complied with this rule by publishing a diversity
matrix in their proxies or on their websites, for a compliance rate of 98%. Of the 30 companies not listed on the
NASDAQ, 11 (37%) also included diversity matrices. The analysis of data on racial/ethnic diversity in this report is
based on findings from these 54 companies. The remaining 20 provided data in charts that were difficult to
disaggregate or provided no data.

The SEC's suggested matrix format includes categories for gender as well as racial/ ethnic categories: African-American
or Black, Alaskan Native or American Indian, Asian, Hispanic or Latinx, Native Hawaiian or Pacific Islander, White, and
Two or More Races or Ethnicities. The rule also allows companies to count LGBTQ+ board members in meeting the
requirement. Only two board members self-identified as such. Because this rule is relatively new and because board
members can choose not to self-identify in any category, these statistics should be viewed with some caution. For
this reason, we report these data collectively, rather than by individual company

In the list of “Women Directors and Executive Officers,” Directors marked with

an asterisk are new to a company’s board since our 2019 report. We did not track
new women executives because there has been considerable turnover in the
time between reports. If a company is new to this report, we did not track
changes in their board membership from 2019 to 2023.
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