Calvert

February 2023

More Women at Work: Historical Perspectives

Yijia Chen
Vice President, Portfolio Manager

The first in a new Calvert series on gender diversity, this paper
focuses on the historical background and driving forces behind
improvements in the gender composition of the U.S. workforce from
the 1940s to the 2020s. It also touches on how these trends apply
generally to international markets as well.

This series explores Calvert’s investment philosophy on diversity, equity
and inclusion (DEI) and explains why we believe companies that are
leaders in DEI practices—or are improving them—are positioned to
excel in long-term value creation. Calvert values and considers the
diversity of various sexual orientations and gender identities. Given the
limited historical data available to us, however, this paper analyzes
workforce trends based on biologically defined sex—male or female.

In the United States, the women's rights movement started in the
mid-19th century, marking the beginning of ever-greater numbers of
women entering the U.S. workforce.* Over successive decades, female
representation in corporate America rose steadily, significantly
contributing to the country's economic growth and impacting societal
trends. Overall, we see three driving forces that are intertwined and
played critical roles behind this megatrend:

= Labor force has become more diverse.
= Talent pool has become more diverse.

= Economy has shifted from resource-based sectors to
service-based sectors.
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U.S. Labor Force Trends

Over the past seven decades, women have joined the U.S. labor
market in droves. From just 33% in 1948, the female labor force
participation rate grew to approximately 60% in 1998, then it
leveled off (Exhibit 7). Both social and economic factors played a
critical role in this change.

In the 1940s, while married men were usually the breadwinners for
families, married women were largely expected to stay at home to
provide unpaid care for children and other family members, and leave
their jobs if they had one. Social expectations have shifted since
then—in many cases, both men and women expect to work after
marriage, and either may choose to leave temporarily for caregiving.

From an economic perspective, the 300% job growth in the U.S.
economy since 1950 has mainly been filled by women, with the

Exhibit 1
U.S. Annual Labor Force Participation Rate, by Sex, 1948-2021

majority of that growth coming from service-based sectors. With more
women joining the workforce and earning income by themselves,
women's economic status has progressed, and the gender wealth gap
has narrowed. This has further elevated women's social status and has
encouraged women at all age levels to join the labor force.

Since 2000, both male and female labor force participation rates
have decreased overall, due in large part to the nation’s aging
population. According to U.S. census data, the share of the
population older than 65 increased from 12.4% in 2000 to 16.8% in
2021. Baby boomers have been marching into their 60s since 2005,
and gradually retiring from the labor force. Although the gap
between the number of male and female U.S. workers has narrowed
over the decades, the pace of convergence slowed after the 1990s,
and today, the gap stands at 11%.
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Source: U.S. Bureau of Labor Statistics.

Women Overtake Men in Higher Education

Alongside increasing female participation in the U.S. labor force, more
women have achieved higher-level degrees (Exhibit 2). The percentage
of the U.S. female population with a bachelor's degree or higher
increased from 3.8% in 1940 to 38.3% in 2020. The gap in higher
education between men and women widened from the 1940s to the

Exhibit 2
Higher Number of Women in Higher Education
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1980s (7.3%) and then narrowed. Today, women make up
approximately 50.5% of the U.S. population,? and are better educated
than their male counterparts, holding more bachelor and graduate
degrees. Observing these trends, it's apparent that the talent pool for
U.S.-based companies has become increasingly gender diverse.

Percentage of U.S. Population 25 Years and Older with a Bachelor's Degree or Higher (1940 — 2020)
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Economic Shift Toward Service-Based Sectors Supports Women

Since the 2000s, the U.S. economy has become less dependent on
resource-based industries and more reliant on service-based

Exhibit 3
Number of U.S. Jobs (Non-Farm), by Sector, 1950-2020

industries (Exhibit 3). On average, the total number of U.S. jobs in
2020 was around three-times greater than in 1950. However, the
changes were not evenly distributed among sectors.

As of year-end December, Seasonally Adjusted
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The chart shows the change in the number of U.S. jobs, by sector, from 1950-2020. The notes on the right side display the increase (multiplier)

of the number of jobs in 2020 compared to 1950.

Source: U.S. Bureau of Labor Statistics.

Resource-based sectors, such as mining, logging and manufacturing,
have shrunk enormously over the past 50 years relative to others. In
many cases, workers in these industries have been replaced by
technology and machines that have proven more productive and
efficient than human labor. Historically, revenues from these
traditionally more male-dominated sectors have been more dependent
on access to natural resources and less dependent on talent.

In contrast, service-based sectors, such as education, health care and
finance, have burgeoned. The total number of service-providing jobs was
4.5 times higher in 2020 than in 1950. Such massive growth demands
considerable inputs from talent, including both essential and higher-
skilled workers. Compared to resource-based sectors, service-based-
sector companies are more dependent on talent with higher levels of
education and associated intellectual capital. Talent-based workers both
male and female have joined companies to fill the ever-increasing
demands. That is why these sectors have achieved relatively higher
female representation in their workforces, which is more aligned with
overall gender representation in the U.S. labor force (Exhibit 4).

Exhibit 4
Average Percentage of Female Employees by GICS Sector

An outlier in the service-based sectors, information, which is a “super
sector” based on the North American Industry Classification System
(NAICS), has seen slower growth in female representation. The sector
includes business activities such as publishing, software, motion picture
and sound recording, broadcasting, telecommunications, data
processing, data hosting, internet and other related services—which
corresponds to the information technology and communication
services sectors under the GICS classification.

The information sector plays an ever-greater role in our media-oriented
society, growing from 2.8% of gross domestic product (GDP) in 1947
to 5.6% in 2020.* The number of jobs in the information sector
increased from 1950 to 2000, but went down afterward (Exhibit 3),
possibly with the shrinking of some subsectors and job outsourcing to
other markets in the world. And, thus, female representation within
communication services and information technology sector companies
is, on average, higher than companies in resource-based sectors
(Exhibit 4), but it is relatively low among service-based sectors.

Companies in the MSCI US Index and the MSCI Developed Markets ex-US Index, as of June 30, 2022
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3 USS. Census Bureau database. Retrieved September 2022.
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Benefiting from more highly educated women in the workforce,

large- and mid-cap companies in service-based sectors (for example,
consumer discretionary, financials, and health care in Exhibit 4) display
a more gender-balanced workforce than resource-based sectors, such
as energy, industrials and materials. This observation is valid not only
in the U.S,, but also in developed markets outside the U.S. Companies
in the MSCl World ex-US Index, on average, demonstrate a similar
pattern of female representation in the workforce.

A More Gender-Balanced International Workforce

The same driving forces that have promoted a more gender-balanced
workforce in the U.S. have also operated internationally. There are

Exhibit 5

minor differences in the time frame and across various countries, but
the overall trends are similar. Given data limitations, the only data
currently available are the labor force composition of G7 countries
from 1962 to 2021 (male versus female), and educational attainment,
by sex, of OECD countries from 1998 to 2021.

Among G7 countries, the percentage of women in the labor force
increased from 35.3% in 1962 to 46.4% in 2021 (Exhibit 5). As for the
talent pool in OECD countries, the percentage of the population
with higher education doubled for both men and women. While the
female rate of increase has been higher than the male rate, the gap
between the percentage of women and men with higher education
has widened from 1.5% in 1998 to 12.9% in 2021 (Exhibit 6).

Males Continue to Dominate Labor Force in G7 Countries, but Gap is Shrinking: 1962-2021
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OECD countries, 1998-2021: Average Percentage of Population with Higher Education
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Conclusion

This paper explores the three driving forces behind greater female
representation in the workforce over the last several decades, both
in U.S. and international markets:

® Global labor force has become more diverse as female
representation in the labor force increased.

® Talent pool has become more diverse as more women have
achieved higher education degrees.

= Global economies have shifted from resource-based sectors to
service-based sectors. Given the ever-expanding job market in the
service sectors, both male and female workers have joined these
companies to form a workforce with better gender diversity.

In the majority of developed markets, a great deal of progress has

been made in achieving a gender-balanced workforce. Structural
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economic changes in society have played a pivotal role in this progress,
while efforts from individuals and corporations have also been valued
but less influential. While this progress is encouraging, we believe the
greater representation of women in the workforce is just a first step
toward a more diverse, equal and inclusive corporate culture.

Today, we believe one of the top remaining gender gaps in the
corporate world is what we refer to as the “pipeline issue’—where
female representation at the board and employee levels is much
higher than at the executive and senior management levels. This is a
critical issue as it relates to companies’ employee recruiting,
retention and turnover—and potentially affects promotion equity
and pay equity. We will discuss the corporate pipeline issue more
closely in following papers of this series.
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*DEFINITIONS (Workforce and Labor Force)
Workforce: The workforce only includes people who are employed.

Labor Force: Conceptually, the labor force level is the number of people who are either working or actively looking for work. According to U.S.
Census Bureau, the labor force includes all people age 16 and older who are classified as either employed or unemployed. Persons are classified as
unemployed if they do not have a job, have actively looked for work in the prior 4 weeks, and are currently available for work. Persons who were
not working and were waiting to be recalled to a job from which they had been temporarily laid off are also included as unemployed.

INDEX DEFINITIONS
MSCI U.S. Index: The MSCI U.S. Index is designed to measure the performance of the large and mid-cap segments of the U.S. market.

MSCI World ex-U.S. Index: Captures large and mid-cap representation across 22 of 23 developed markets (DM) countries, excluding the United
States. The index covers approximately 85% of the free float-adjusted market capitalization in each country.

About Calvert

Calvert Research and Management (Calvert) is a global leader in Responsible Investing. Calvert sponsors one of the largest and most diversified families
of responsibly invested mutual funds, encompassing active and passively managed equity, income, alternative and multi-asset strategies. With roots in
Responsible Investing back to 1982, the firm seeks to generate favorable investment returns for clients by allocating capital consistent with environmental,
social and governance best practices and through structured engagement with portfolio companies. Headquartered in Washington, D.C,, Calvert manages
assets on behalf of funds, individual and institutional separate account clients, and their advisors. For more information, visit calvert.com.

Source of all data: Calvert Research and Management as of December 31, 2022, unless otherwise specified.

IMPORTANT INFORMATION

Risk Considerations

Investing involves risk including the risk of loss. There is no guarantee that any investment strategy, including those with an ESG focus, will
work under all market conditions. Investors should evaluate their ability to invest for the long-term, especially during periods of downturn in the
market. There is no guarantee that any investment strategy will work under all market conditions, and each investor should evaluate their ability
to invest for the long-term, especially during periods of downturn in the market.

The views and opinions and/or analysis expressed are those of the author or the investment team as of the date of preparation of this material and
are subject to change at any time without notice due to market or economic conditions and may not necessarily come to pass. Furthermore, the views
will not be updated or otherwise revised to reflect information that subsequently becomes available or circumstances existing, or changes occurring,
after the date of publication. The views expressed do not reflect the opinions of all investment personnel at Morgan Stanley Investment Management
(MSIM) and its subsidiaries and affiliates (collectively “the Firm"), and may not be reflected in all the strategies and products that the Firm offers.

This material has been prepared on the basis of publicly available information, internally developed data and other third-party sources believed to
be reliable. However, no assurances are provided regarding the reliability of such information and the Firm has not sought to independently verify
information taken from public and third-party sources.

This material is a general communication, which is not impartial and all information provided has been prepared solely for informational and
educational purposes and does not constitute an offer or a recommendation to buy or sell any particular security or to adopt any specific
investment strategy. The information herein has not been based on a consideration of any individual investor circumstances and is not investment
advice, nor should it be construed in any way as tax, accounting, legal or regulatory advice. To that end, investors should seek independent legal
and financial advice, including advice as to tax consequences, before making any investment decision.

Charts and graphs provided herein are for illustrative purposes only. Past performance is no guarantee of future results.
This material is not a product of Morgan Stanley's Research Department and should not be regarded as a research material or a recommendation.

The Firm has not authorized financial intermediaries to use and to distribute this material, unless such use and distribution is made in accordance
with applicable law and regulation. Additionally, financial intermediaries are required to satisfy themselves that the information in this material is
appropriate for any person to whom they provide this material in view of that person’s circumstances and purpose. The Firm shall not be liable for,
and accepts no liability for, the use or misuse of this material by any such financial intermediary.

This material may be translated into other languages. Where such a translation is made this English version remains definitive. If there are any
discrepancies between the English version and any version of this material in another language, the English version shall prevail.

The whole or any part of this material may not be directly or indirectly reproduced, copied, modified, used to create a derivative work, performed,
displayed, published, posted, licensed, framed, distributed or transmitted or any of its contents disclosed to third parties without the Firm's express
written consent. This material may not be linked to unless such hyperlink is for personal and non-commercial use. All information contained herein
is proprietary and is protected under copyright and other applicable law.

Calvert is part of Morgan Stanley Investment Management. Morgan Stanley Investment Management is the asset management division of Morgan Stanley.

DISTRIBUTION

This material is only intended for and will only be distributed to persons resident in jurisdictions where such distribution or availability
would not be contrary to local laws or regulations.

MSIM, the asset management division of Morgan Stanley (NYSE: MS), and its affiliates have arrangements in place to market each other’s
products and services. Each MSIM affiliate is regulated as appropriate in the jurisdiction it operates. MSIM's affiliates are: Eaton Vance
Management (International) Limited, Eaton Vance Advisers International Ltd, Calvert Research and Management, Eaton Vance Management,
Parametric Portfolio Associates LLC, and Atlanta Capital Management LLC.
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