BUILDING THE LGBT LEADERSHIP:
CUMMINS’ STRATEGIC VISION FOR LGBT
INCLUSION
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Cummins Background



Cummins Inc.

Headquartered In
Columbus, Indiana

Sales of $10.8 hillion in
2009

Over 600,000 engines built
in 2009

Increasingly global
business portfolio




Diversified Global Power Leader
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Strengths

The world’s largest
iIndependent manufacturer
of diesel engines

Global manufacturing and
support

Thousands of customers
around the world

Powering more types of
equipment in more
markets than any other
engine company




Strong Global Position

‘ Operations ‘ Distribution ‘ Service

Supply
Chain

m Operations
Components
B Technical
Centers
Regional Parts
Distribution
B Sales and
Service

m International
Distributors

190+ 500+ 5,200+
Countries & Territories Distributor Locations Dealer Locations



Leveraging Scale & Global Presence

More than 600,000 engines
produced in 2009

Europe China
North America 35,000 139,000

232 000
India Japan
111,000 32,000

South America
61,000



Cummins People

“Cummins power is defined not only by its products, but the
iIdeas, energy and passion of its people”

— Tim Solso, Cummins Chairman & CEO

Diversity is a deeply held core value:
— Creating a vibrant & creative work place
— A major advantage in the global environment

Customer focused culture drives our goal of “becoming
easiest to do business with”

34,900 employees worldwide



Diversity and Inclusion
At
Cummins



Connection to Cummins’ Core Values

ntegrity
nnovation

Delivering superior results

Diversity

Global involvement

Corporate responsibility

Unleash the power of Cummins



1940s: Insights on Employee Treatment

"We understand the fact that we must give a
machine the best care and the best treatment if we
are to receive from it the best work. We have
sometimes shied away from the similar fact that we
must give a person the best care and the best
treatment if we are to receive from him the best

work."

J. Irwin
Miller



A 90-year Commitment

“Character, ability and intelligence are
not concentrated in one sex over the
other, nor in persons with certain
accents, or in certain races, or in
persons holding degrees from some
universities over others. When we
iIndulge ourselves in such irrational
prejudices, we damage ourselves
most of all and ultimately assure
ourselves of failure in competition with
those more open and less biased.”

J. Irwin Miller, 1909-2004
Cummins Chairman, 1951-1977



Cummins Diversity Value

Diversity: Embrace the diverse
perspectives of all people and honor
both with dignity and respect.



Leading the Way Today

“The ability to manage diversity could well be the difference between

success and failure for businesses, as well as the communities in
which they operate.”

- Tim Solso, Chairman and CEO

"Everything | do takes diversity into consideration, just as it would take
profit into consideration, because at some level, they're inseparable.”

- Tom Linebarger, President and COO

Solso Linebarger



Cummins Business Case for Diversity

More than 60% of Cummins
business is global

Diversity is important in the
global marketplace

Cummins Business Case for
Diversity
— Provides a guiding set of principles

to develop a safe, inclusive
environment for effective dialogue.

— Outlines why diversity is important
to a business.



Cummins Business Case for Diversity,
continued

Defines Diversity as more
than race, gender, ethnicity

Establishes key business
goals to maximize Diversity
benefits

Articulates the reasons that
Diversity is key to Cummins
future



Diversity Infrastructure at Cummins

Global Diversity Department

Local Diversity Councils

Affinity Groups (Employee Resource Groups)
Ethics hot-line

Right Environment Audits and Diversity Scorecard
Affirmative Action Program

Affirmative Development Program



The Bottom Line

Creates the right companywide environment

Support for diversity is good for employees and
the business

Cummins’ policies provide guidance on creating
and maintaining the right environment

Cummins Operating System “ Right Environment” icon



Cummins Diversity Acknowledgement

Cummins has Scored 100% on the Human
Rights Campaign’s Corporate Equality Index for
the past 5 years!

Consistently rated as a Diversity Inc. top
company

company




Strategic Roadmap for

0

LGBT Inclusion




Cummins Approach to LGBT Inclusion

Strategically driven
Go slow in order to go fast

Emphasis on integrating LGBT into all facets of
Cummins business

Benchmark and partner with best in class
companies and external organizations



Changing Business Attitudes

Silence Termination

Harassment Discrimination



Changing Business Attitudes

Acknowledgment Advocacy

Equal treatment Inclusiveness



Cummins Key Pillars for LGBT Inclusion




Cummins Strategic Road Map for LGBT
Inclusion

Phase 1 Phase 2 Phase 3

>




Cummins Environment

Pre-1998 — No mention of LGBT in company policies

1998:
— Added “Sexual Orientation” to Treatment of Others Work Policy

2000:
— Introduced domestic partner benefits
— Made public statements about these changes

2005:

— Scored 100% on Human Rights Campaign Corporate Equality
Index for the first time

— Formed LGBT & Friends Affinity Group

— Added “gender identity and/or expression” to Treatment of Others
Work Policy



Cummins Environment

2007:

— Addressed Indiana House of Representatives on opposition to
constitutional amendment to define marriage between one man
and one woman (SJR 7)

— On Federal level : supported DADT abolishment, Tax equality for
LGBT and including LGBT in non discrimination in hiring

— Added transgender guidelines and benefits
2009:

— Included full benefits for transgender employees

— Joined NGLCC

— Scored 100% on Human Rights Campaign Corporate Equality
Index for the fifth consecutive year

— Supported creation of Out and Equal Indiana chapter



2000: Domestic Partner Benefits

“Cummins will succeed as a company by embracing
diversity and creating a work environment that
encourages all people to contribute to their full

potential.

We are proud to have taken this step [domestic
partner benefits] which enables us to grow and to
change. It is a change that we believe will make us

even stronger.” _ _
J. Irwin Miller



Continuing Commitment — LGBT

2000

“To an outsider, it might seem surprising that
Cummins — an 81 year-old engine company
headquartered in Southern Indiana — would take
what might be perceived as this “radical” step.
But extending these kinds of benefits to our
employees is firmly in line with our heritage and
our values. It also is good business.”

2007

“As a major and growing employer in the state,
Cummins constantly is seeking to attract the best
and most diverse talent pool possible to keep us
competitive in a global marketplace. Anything that
makes Indiana a less inclusive and less
welcoming place for our current and future
employees is bad for our business — and bad for
the state.”

Tim Solso



Treatment of Each Other at Work

There is no place in our company for an employee
who uses demeaning symbols or words, or engages
In activities that may reasonably be perceived as
demeaning or showing hostility towards an individual
because of the individual's race, gender, color,
disability, national origin, age, religion, union
affiliation, sexual orientation, veteran status,
citizenship, gender identity and/or expression, or
other status protected by law.

-From Cummins “Sexual Orientation” Treatment of
Each Others at Work Policy



LGBT & Friends Affinity Group

Vision
A safe, inclusive and productive workplace for
LGBT employees of Cummins

Mission

Partner with Cummins process owners so that the
penefits from innovation, creativity, and talent of
_GBT employees are maximized.

Promote safety for LGBT in everything we do



LGBT & Friends Affinity Group

Membership in this group is open to any Cummins
employee who wishes to actively support the vision
and mission of this group



LGBT Safe Leader Training

Sponsored by the Lesbian, Gay, Bisexual, Transgender & Friends
Affinity Group



Safe Leader Definition

One who, regardless of job title:

Leads or influences, with an applied understanding
of the Cummins Treatment of Others at Work

policy, and
Can respond effectively to LGBT situations as they

arise in the workplace, with respect and sensitivity
to all involved.

In doing so, a Safe Leader ensures that all Cummins policies
are enforced.



LGBT Safe Leader Training Scope

Target audience: Employees who want to learn
more about responding effectively to LGBT issues In
the workplace, in a manner consistent with
Cummins’ Treatment of Each Other at Work policy

Course Is intended to be offered only in countries
where Cummins offers domestic partner benefits.

Designed and deployed in house by LGBT &
~riends Affinity Group

Delivery in other countries will require the materials
pe adapted to suit local laws, culture and conditions




Senate Joint Resolution #7 (SJR7)

Introduced in 2004, SJR7 Is a proposed
constitutional amendment to further emphasize
Indiana’s position against same-sex marriage

Laws already exist in the state preventing such
marriage, SJR7 attempts to make regulations more
enduring by amending the constitution

In spite of passing both house and senate votes in
2005, SJR7 was defeated in 2008 by passing only
the senate vote

SJR7 has been introduced in 2009 as SJR15,
restarting the four-year amendment approval
process



Constitutional Amendment

Defeats the purpose of existing laws

Suggests that Indiana is supportive of
Intolerance and discrimination toward gay &

lesbian people

Contradicts CMI business strategy to create
a welcoming and inclusive work community
for our employees and their families



Our Approach to SJR 7 Opposition

Assembled an internal project team

Sought assistance from Government Relations
Group

Attempted to align with other Indiana stakeholders to
develop a unified position

Sent letter to legislators expressing our opposition to
their support of the amendment

Prepared thorough communications
Took a public position on the issue



Cummins Opposition to SJR 7

Amendment defining

marriage is counter to
Cummins treatment of
employees

Marriage amendment
IS bad for business

Amending the constitution to define
marriage is bad for Indiana



Our LGBT Portfolio

Cummins was an early-adopter of Domestic Partner benefits
(2000)

Cummins is one of the few to have eliminated exclusions
associated with gender reassignment

We have scored 100% on the Human Rights Campaign’s
Corporate Equality Index for 5 consecutive years

Our leaders continue to make public their opposition to
Senate Joint Resolution 7, delivering testimony before
Indiana General Assembly in 2007 & 2008

Cummins is a corporate partner of the National Gay &
Lesbian Chamber of Commerce with members on both the
Procurement and Corporate Advisory Councils

In 2009 Cummins took an active roll in starting Out & Equal
Indiana, our Executive Director continues to be a council
member



Business case for LGBT
Inclusion



LGBT Inclusion = Business Value Add

Diversity’s strong tie with financial results — Dramatic
difference with financials in 2000 vs. financials in 2010

Improved employee productivity

Strong brand image as a LGBT friendly company to work
for — good for LGBT as well as straight allies

Influenced Indiana University, Government of Indiana to
start having Domestic partner benefits

LGBT community is brand loyal, so we have more chances
of attracting LGBT consumers — people buy our products
because they value our progressive stance
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Lessons Learned

“Core value” alignment
Inclusion culture

Local alignment
Speed matters

Benchmarking - Learn
from others

Training
Anticipate resistance

Be “brave”

Anticipate potential
“backlash”

Impact of advocacy
33%/33%/33%
Sustainabillity

Leadership
commitment



Questions?



