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BanE&ZEZRDEZS / Concept of Gender Pay Gap
Unexplained Pay Gap
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¥ 320,000
Explained Pay Gap
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Average Pay
for men
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(ABS+Allowances+STI)
¥ 8,000,000

Average Pay
for women
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EXE+FH+EE)
(ABS+Allowances+STI)
¥ 6,000,000

“RAW” PAY GAP BE&Z=R (1#)

RAW Pay Gap B&DE®ER (HE)
=20073 or 25% (2,000,000JPY or 25%)

BLOEEERBE(RAW Pay Gap)200/3 N5,
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BATERVERER THS

1,680,000), with a smaller portion (JPY 320,000) left UNEXPLAINED.
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Overview

This report analyses the Gender Pay Gap based on your company's pay and employee demographic information. It
breaks down pay gap by factor (job title, position, working hours, etc.) as well as raw pay gap, identifies unexplained
pay gap and supports corrective action on pay gap.

Table of contents of the report
1. Introduction
2. RAW Pay Gap
3. UNEXPLAINED Pay Gap Using TCC
4. EXPLAINED Pay Gap Driver Analysis
5. Workforce structure summary based on your data
6. (Appendix) UNEXPLAINED Pay Gap Using ABS

“RAW” PAY GAP
BEER(EH)

“EXPLAINED”PAY GAP
HATEIEERER

“UNEXPLAINED" PAY GAP

+ HETERVERER

In this example, the RAW pay gap between men and womenis driven mainly by the EXPLAINED pay gap (JPY

Equals Average pay of men in the organization LESS Average pay of women in the organization. RAW PAY GAP % = RAW PAY
GAP / Male Average Pay.

Gap caused by gender differences in attributes such as age, length of service, and the fact that men are more likely to be engaged
in specialist positions.

Gap refers to the difference that would remain even if the attributes of men and women were equal. For the purposes of this report,
"UNEXPLAINED Gap" means gap that cannot be explained by the items defined as contributing factors to gender pay gap.

Factor decomposition approach

Blinder—Oaxaca decomposition

The Blinder-Oaxaca decomposition technique, developed by Oaxaca [1973] and Blinder [1973], analyzes differences in wages among employee
groups (e.g., men and women) to determine the portion attributable to differences in attributes such as job position, age, or education ("Explained"
Pay Gap), and the portion that is potentially attributable to discrimination ("Unexplained” Pay Gap). Using this method, wages are estimated
assuming attributes for each employee group are equivalent ("Expected Pay"). This allows us to estimate the contribution of each attribute to wage
differences, while the remainder is assumed to be due to gender discrimination.

HATEZEREROERIICAVSIEB/EXPLAINED Pay Gap Driver Analysis
BHNSOBREHICEIEUTORBIOOVTHATEIZEREROBRDNZITVET . U T FREDIIREL TUR- NCEFNEIH TS OIE
B I3 DERLR— MOBREDFCEEFNE AL

Based on the information provided by your company, the following items will be analyzed for pay gap drivers. The following items are defined as the
standard analysis items, and analyses of other items are not included in the standard analysis in this report.

1 &k Career Level

2 SRR EL Tenure in same rank
3 iz Family

4 il Age

5 EhiaEEL Years of service

6 FHfiL—F1>4 Performance rating
7 F5ERERS Work hour

8 FLzE Allowance
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B& men = 300 + 33.3ENKEEELE_men

&& women = 268 + 33.38h#REE_women

Years_men : BIEFIBGTAEL =154

Years_women : ZHEPHIENHTEELL =104

Pay_men : O ES = 300 + 33(15) = 800551

Pay_women : ZHDOFHIER = 268 + 33(10) = 60075
Pay_women_exp : ZHEIFXNBIELAELREUSEEOTETIES
=300 + 33(10) = 632BA(ZERIOBVER)

Unexplained Pay Gap
=am - af + (bm - bf)Xm
= 300-268 + (33-33)15 = 32/5F9 (25%)

Raw Pay Gap

Explained Pay Gap
= bf(Xm - Xf)
= 33(15-10) = 16875 (75%)

(Reference) Decomposition approach

Two separate regression equations are estimated for male and female pay and

years of service.

Pay_men = 300 + 33.3*Years_men

Pay_women = 268 + 33.3*Years_women

Years_men : Men's average years of service = 15 years
Years_women : Women's average years of service = 10 years
Pay_men : Men's average pay= 300+33(15)= 80075 [
Pay_women : Women's average pay= 268+33(10)= 60075

Pay_women_exp : Women's average pay assuming same regression
equation as men = 300+33(10) = 63275 M (Expected pay)

=
B&Pay oo EiMale
900 % Female
800 Pay_men =8007A M -
“EXPLAINED” PAY GAP
700 Pay_women_exp = 63274 M 16875H1 |
(210 0 > -, o —— 1D RATERLER
Pay_women = 6007 F v “UNEXPLAINED" PAY GAP
500 ! 3275M
]
400 i
]
300 i
]
[]
(FA) 200

Years_women = 104 Years_men = 154 EhiEEER Years of service

ten thousand yen(JPY)

- Annual Total Total Cash Total Direct
fﬁﬂi@ﬂ?ﬁﬁﬁd)mﬁ Base Salary Guaranteed Compensation Compensation
nnual base salary:
ABS Cash TCC TDC
FEROERRMOEEE, SHARHAICRSTEEESEEFNS, EFHEEINBL. ( ) (TGC) ( ) ( )
Includes annualized base salary including fixed bonus but excluding any allowances. .
RE(E>747 LTI
Total Guaranteed Cash (TGC): -
Basic Salary £ #5F % (FEFHE) OFHICEENSZREINHEMDEETEEE. SEHRC Y EYT4D STI
Includes Annual Base Salary plus the annualized value of guaranteed allowances. -
. = DHCHLY
Total Cash Compensation (TCC) HFY Allowances Kji T b‘( P
ERIRAEH, HFY, BLUSTIOAHEH HEELT .
Includes Annual Base Salary, the annualized value of guaranteed allowances and cash benefits plus the annualized . AAMFCEEVERA sEENEY -
value of any target Short-term Incentive, Sales Incentive, Profit Sharing, or Other Incentive awards. ADHICEAVERA . o This item is analysis
) ) EARmEM (AppendiX(CEFNET) Nt rEee i ik described as
Total Direct (;ompensanor] (TDC2 Annual (Nt ) ) s analysis "Pay" in this
FREEARE, EFH. STIBLULTIOEFTEEE Base Salary analysis (included in analysis
Includes Total Cash Compensation plus the annualized value of any Long-term Incentive awards. Appendix)
Lik— hTEREN3HEAEOER
75\—t>H4)L /E30U5I  75th Percentile (75th%ile): 1007 —#%FNECAEAZ 100 data in ascending order
2TOYYINT - BIBICTNTES, INEMENS B T75%(_LEA125%)DAIECHDT —FhA >~ 0% I\ 100%
The data point that is higher than 75% of all other data in the sample when ranked from low to high, also known as the third quartile. f 1
o
hoRfiE,/HfE  Median (50th%ile): [ X X J (XX I J 00000
2TOYYINT - RNBICANTES, INEMENS R TE0%DAIBECHST —FhA >~ . . . . . . . . . . . . .
The data point that is higher than 50% of all other data in the sample when ranked from low to high, also known as the 50th percentile.
25/0—t2>494)/SE1TUSI  25th Percentile (25thoile): 100l T 100l T 100l T
LTOYS TN —FERIBCLALES, INEVMEDS R T2506( TH1259%) DATEICHEF — A 25%EE25th%ile 50%E50th%sile 75%ER75th%ile
The data point that is higher than 25% of all other data in the sample when ranked from low to high, also known as the first quartile. (5B1EDAT) (P5R1E/Median) (%3@%’{1‘[)
\ A A A J
| I Y I
B AIAHQL B2 IAQ2 B3 IAHQ3 SBAMSIIAYIQ4A
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“UNEXPLAINED"PAY GAP
HATERVEEE

BEE0RHEENELEFHELNRIRSE
o MBI OBRTHAN TERVEREOVTE., FPERZHERO L. FiaEEZEU (ESERHZTEIINETHS,
Special Pay Raises to Resolve Pay Gap

« For pay gap that cannot be explained by factors other than gender, a budget should be allocated and plans should be made to eliminate the pay gap through pay raises.

“EXPLAINED"PAY

GAP

SEATERERE EiR
Career Level

Hitt- FIBCHI 3B LRMIBEDREH

« BURTHIEEPHAEISISENMFIEIZERCE. BEOEBOSIHOEFERCTHEHIEONS SEACHEL TV, TIENBHLRULSICEEORVIFEPHAEISICEOT LD TESZLSMAREDNAEITH

0, BB, RIT4T - 7923>E %80 T, LHEORENZEIBNSERAITZBNNBETHD.
Resolving Gender Gap in Promotions

« The work assignment and evaluation systems also influence the background of the promotion gap between genders. It is important to encourages women to advance to higher-paying positions, and at the same

time, efforts should be made to actively utilize women's abilities through positive action.

Family

SHiliL—F 1>
Performance Rating

RA-BE - FEICH I 3B R EDREH

 RACREBOBZED. RENICETHIPFiE - FIEOBLIEED5Y . BB THIRTORVEE PR BTN EE TH). ZIEOREMENTOSMBDEC LMD BZHEIDLHICE. RST1T - 77230 %1E

BCEAINETH B
Resolving Gender Gaps in Recruitment, Placement, and Evaluation

« Gender gaps in recruitment and placement lead to gender gaps in evaluation and promotion/promotion. It is important to assignments that do not divide between genders, and reduce the number of job fields where

women are difficult to be assigned.

R—5@R—E& 0

« F—1R%-EHACEII VDS EREASHE (ERAILIALSEHE) CFERERFEHE (BHEMASBE. /(- MALBEHE. RESHE) (OMOTAERMFBENRHEZBIEIHEN DD,

Promotion of Equal Pay for Equal Work

« Eliminating unreasonable differences in compensation between regular workers (permanent full-time workers) and non-regular workers (fixed-term workers, part-time workers, and dispatched workers) in the same

company or organization

RN
Agel/Tenure

FS BRI
Hours Worked

J7EY—-JLY RU—-EADEH

« HENB IR - MESFTENEEORDICHBOMB IR ITZENBVLS, BIZ - MEREHIEORER- TR, MABEEOIRN. ILvIZI1 LAFIRERRR S BISMBIEOGAF(CLD, Ir3)--ILUR)-RbEE

BiEINETHD.
Family-friendly company efforts

« To prevent women from giving up their careers due to family responsibilities such as childcare and nursing care, companies should improve and enhance their childcare and nursing care leave systems, make

efforts to increase the number of users, and introduce flexible working hour systems such as flextime systems, in order to become family-friendly companies.

(&8%E) Mercer@®FvU7IL—AD—0

Mercer>3J 54 J5U—(4. Career Stream/Career Level(fAIL/X)L)E. Family/Sub-Family@AE)DENFEHET

HBRLENZ1&EIHH04 THD. $920,0007LEOTITHEZRIN TS

Career Stream > Career Level

Career [ .
NUMAE | pora-protessionsl | _professional | Wanagement | executve |
removEE O iatE 0N
gft:@;‘ — R R
IR—b25YD
Senior Manager
RO Pre-eminent 1i(\M5)
1 Eorm—am (p6) .
- Senior
B Expert Manager(M4)
PiBIAESE ®5)
Career | wEnZomme - Manager(M3)
level FoREPIR Specialist(P4)
ESEERUAL - Team Leader
—ABIHE F ool Pro(M2)
iali o Team Leader
Specialist(s4) Experienced(P2) S
Senior(S3) Entry(P1) IRENREEEE RBF - LEIEE/EET
Experienced(S2) I3 —MitE B AFHEGORA
EION
Associate(S1) BEpSE

Family / Sub-Family

[ General Management

]

( Finance

« Finance & Accounting Leadership
« Finance Generalists
« Corporate Finance
(Financial Planning/Analysis)
« Financial Control

]} Family

Sub-Family

Human Resources

Communications & Corporate Affairs

Legal, Compliance & Audit

Administration, Facilities & Secretarial

Sales, Marketing& Product Management

Customer Service & Contact Center Operations

Quality Management

Supply Chain

Engineering & Science

Production & Skilled Trades

IT, Telecom & Internet

Data Analytics/Warehousing & Business Intelligence

)
)
)
)
)
)
)
)
)
)
)
)
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Career Stream Career Level

Includes Organization Heads, Function Heads, and Sub-
Function Heads providing strategic vision and/or

tactical/strategic direction. Establishes the vision, mission, values and long-term (5+ years) strategies for the global parent/independent organization.

« Provides guidance and leadership to implement transformational change that has broad impact on the achievement of results for the entire
organization.
* Ensures appropriate talent selection, organization and leadership for major areas of the organization.

E5 Global CEO
The majority of time is spent overseeing area of responsibility
directing the responsibilities of employees. Goal achievement is
typically accomplished through performance of direct and/or
indirect reports.

Establishes and implements strategies that have long-term (5+ years) impact on business results in alignment with global
parent/independent organization objectives.

» Leads multiple teams of executives, directors/senior managers, and managers.

* Ensures appropriate talent selection, organization and leadership for major areas of the organization.

E4 Head of Organization Head
/Function Head(Global)

Establishes and implements strategies that have mid to long-term (3-5 years) impact on business results in alignment with
. E3 Head of Organization/Function parent/independent organization objectives.
Executive Head/Sub-Function Head Major/High + Leads multiple teams of lower level executives, directors/senior managers, and managers.
Impact (Regional) « Develops mid to long-term (3-5 years) plans for optimizing the organization, function, or sub-function and the talent required to execute
strategies in job area.

Establishes and implements strategies that have mid to long-term (3 -5 years) impact on business results in alignment with
E2 Head of Organization / Function  parent/independent organization objectives.
Head/ Sub-Function Head « Leads multiple teams of lower level executives, directors/senior managers, and managers.
Smaller/Lower Impact(Country) » Develops mid to long-term (3-5 years) plans for optimizing the organization, function, or sub-function and the talent required to execute
strategies in job area.

Establishes and implements strategies that have short to mid-term (1-3 years) impact on business results in alignment with
parent/independent organization objectives.

* Leads multiple teams of directors/senior managers, and managers.

» Develops short to mid-term (1-3 years) plans for optimizing the organization, function, or sub-function and the talent required to execute
strategies in job area.

E1 Function Head/Sub-Function
Head/Department Head

Management and supervisory professionals focusing on tactical,
operational activities within a specified area. Levels within the
management career stream typically have three or more direct
reports.

A Senior Manager Il (M5) typically manages multiple teams led by Senior Managers and Managers. May be a Country Sub-function Head.

Responsibilities typically include:

» Ownership of short to mid-term (1-3 years) strategy execution and operational direction in alignment with parent/corporate organization
M5 Senior Manager objectives.

« Decisions have a serious impact on the overall success or failure on area of accountability.

The majority of time is spent overseeing area of respansibility, « Interacts with executive leadership and others concerning matters of significance to the organization.

planning, prioritizing and/or directing the responsibilities of
employees. Goal achievement is typically accomplished through
performance of direct and/or indirect reports. A Senior Manager (M4) typically manages a department or small unit that includes multiple teams led by Managers and/or Team Leaders.
Responsibilities typically include:
* Ownership of short to mid-term (1-3 years) execution of functional strategy and the operational direction of the Department.
M4 Senior Manager « Problems faced are often complex and require extensive investigation and analysis.
* Requires ability to influence others to accept practices and approaches, and ability to communicate and influence executive leadership.

A Manager (M3) manages experienced professionals who exercise latitude and independence in assignments.
Responsibilities typically include:
« Policy and strategy implementation for short-term results (1 year or less).

M3 Manager « Problems faced are difficult to moderately complex.

Management « Influences others outside of own job area regarding policies, practices and procedures.
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Individual
Professional

Individual contributors with responsibility in a professional or
technical discipline or specialty, but may manage two or fewer
employees. May direct the work of other lower level professionals
or manage processes and programs.

The majority of time is spent overseeing the design,
implementation or delivery of processes, programs and policies
using specialized knowledge and skills typically acquired
through advanced education (3-4 year University degree).

M2 Team Leader
(Professionals)

M1 Team Leader
(Para-Professionals)

P5 Expert
Professional

P4 Specialist
Professional

P3 Senior
Professional

P2 Experienced
Professional

P1 Entry
Professional

A Team Leader (M2) supervises professional level employees (typically entry or experienced level) and may also supervise some para-
professional employees.

Responsibilities typically include:

« Setting goals and objectives for team members for achievement of operational results.

* Problems faced may be difficult but typically are not complex.

* Ensures policies, practices and procedures are understood and followed by direct reports, customers and stakeholders.

A Team Leader (M1) supervises para-professional employees.

Responsibilities typically include:

« Setting day-to-day operational objectives for team.

* Problems faced may be difficult but typically are not complex.

« Ensures policies, practices and procedures are understood and followed by direct reports, customers and stakeholders.

An Expert Professional (P5) is a recognized master in professional discipline typically obtained through advanced education and work
experience.

Typically responsible for:

« Establishing operational plans for job area.

» Developing and implementing new products, processes, standards or operational plans that will have impact on the achievement of
functional results.

* Requires communication with leadership.

A Specialist Professional (P4) is a recognized subject matter expert in job area typically obtained through advanced education and work
experience.

Responsibilities typically include:

* Managing large projects or processes with limited oversight from manager.

« Coaching, reviewing and delegating work to lower level professionals.

* Problems faced are difficult and often complex.

A Senior Professional (P3) applies advanced knowledge of job area typically obtained through advanced education and work experience.
Responsibilities may include:

* Managing projects / processes, working independently with limited supervision.

« Coaching and reviewing the work of lower level professionals.

* Problems faced are difficult and sometimes complex.

An Experienced Professional (P2) applies practical knowledge of job area typically obtained through advanced education and work
experience.

May require the following proficiency:

* Works independently with general supervision.

* Problems faced are difficult but typically not complex.

* May influence others within the job area through explanation of facts, policies and practices.

An Entry Professional (P1) applies broad theoretical job knowledge typically obtained through advanced education.
May require the following proficiency:

* Work is closely supervised.

* Problems faced are not typically difficult or complex.

* Explains facts, policies and practices related to job area.
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Individual contributors provide organizational related support or A Specialist Para-Professional (S4) requires advanced knowledge of operational procedures and tools obtained through extensive work
service (administrative or clerical) OR roles operating in a experience and may require vocational or technical education.
“hands on” environment in support of daily business activities S4 Specialist Responsibilities may include:

(e.g., technical, production or craft levels). * Working under limited supervision for non-routine situations and may be responsible for leading daily operations.
« Training, delegating and reviewing the work of lower level employees.
The majority of time is spent in the delivery of support services * Problems are typically difficult and non-routine but not complex.
or activities, typically under supervision. Work typically requires
a high school degree or 1-2 year vocational training / associates A Senior Para-Professional (S3) requires broad knowledge of operational procedures and tools obtained through extensive work experience
degree. and may require vocational or technical education.
S3 Senior May require the following proficiency:
Para-Professional * Works under limited supervision for routine situations.
Para- « Provides assistance and training to lower level employees.
* Problems typically are not routine and require analysis to understand.

Para-Professional

Professional/
Support An Experienced Para-Professional (S2) requires basic knowledge of job procedures and tools obtained through work experience and may
require vocational or technical education.
S2 Experienced May require the following proficiency:
* Works under moderate supervision.
* Problems are typically of a routine nature, but may at times require interpretation or deviation from standard procedures.
* Communicates information that requires some explanation or interpretation.

Para-Professional

An Entry Para-Professional (S1) is an entry-level position typically requiring little to no prior knowledge or experience.
S1 Entry * Work is routine or follows standard procedures.
Para-Professional * Work is closely supervised.
« Communicates information that requires little explanation or interpretation.

ALK—MDERBIOVWTOERSR Notes on the use of this report

p
ALR—NCERTHEINZIERE, SHLVREINZT—CEIVTON - BHEEINZE6DTY . (ALR—NIERERFEEZ P OCOFEIREUTOETH, The information in this report is analyzed and calculated based on data submitted by your company, (This report provides analysis focusing on full-
SEFE FIT25@E | FRERSEE | EEHRERSHE I OXRD TONENIVETY, BAESHBET. ERMIBNTOBIERATLINC, =D time workers, but the legal system requires publication of information in the categories of “all workers," "full-time workers," and “part-time workers.

In addition, the period covered by the information must be stated, etc.) You may utilize this report for any additional information disclosure or action

EMIRIERAR (HEHOER) ZIELTHN, ALK-NE CNEOBMNAERARS LTI BORECSEAVEEIETLENTT. s revammended by e MHLWY,
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RAW Pay Gap S ik
Male Female

(HARMHIPY)

= o P o o R R .
:Fl'—'JEQEEAVg. Pay(All) SR SPIDTIER (EAKE + FH +EH5) Avg. pay (ABS + allowances + incentives) 7,155,000 Career LevelxFamilyBIOBEZOES(TCC-Actual)
BEFIIESR Avg. Pay(M) SR - SPIDBHEDOFIE R EALS + FH + E5) Avg. pay for men (ABS + allowances + incentives) 7,393,000
LZHEFIIES Avg. Pay(F) 4R - EBPID LD T ERERKE + FH + E5) Avg. pay for women (ABS + allowances + incentives) 5,751,000 « U TELZOESERYI22.2%TI,
ESRZERE Pay gap amount BHFIES - ZHETIESR Avg. pay for men —Avg. pay for women 1,642,000
BHERER% Avg. Pay Diff. LTS BITES Avg. pay for women / Avg. pay for men 7789, ° Career LevelBl T(d, Senior Manager lI(M5)&Senior Professional (P3) . FamilyBI T3, AFS, PSK. SCNO&E&®ZE
SEERY Pay gap% EEERE,/ BHTI9ES Pay gap amount / Avg. pay for men 22.20% ENEMIICKEVEVNZET . Career Level x FamilyOli A Z2EEUIBSCBROEEEENIKEVDE. HRM-

Manager (M3) . HRM-Experienced Professional (P2) . SMP-Senior Manager Il (M5) ®3J)L—JTY,

Raw Pay Gap Distribution by Career Level x Family(TCC-Actual)

* The company-wide gender pay gap figure is 22.2%.

« In terms of career level, Senior Manager Il (M5) and Senior Professional (P3) have relatively higher raw pay
gaps, while similarly in terms of families, AFS, PSK, and SCN have relatively higher raw pay gaps.

« Looking at both career level and family, the groups with the highest pay gaps in favor of men are HRM-Manager
(M3), HRM-Experienced Professional (P2), and SMP-Senior Manager Il (M5).

Career LevelxFamilyBIDBLZDFIEEZER (TCC-Actual

BBPI/Family L

&R FUTLAL Items YRS TES TES TES TES TES TES TES TES TES TES
Grade Career Level BB (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay) (Avg. Pay)

FESE Avg. Pay(All) 7,155,000 7,301,000 6,948,000 12,589,000 11,313,000 7,161,000 7,276,000 7,422,000 6,902,000 7,297,000 7,104,000
BMFIIESR Avg. Pay(M) XXX 7,393,000 7,854,000 7,070,000 12,623,000 13,362,000 7,552,000 7,675,000 7,870,000 7,194,000 7,417,000 7,557,000
ZMEFIGESR Avg. Pay(F) XXX 5,751,000 5,791,000 5,788,000 11,865,000 9,469,000 6,280,000 6,112,000 5,952,000 5,118,000 6,441,000 5,245,000
BLERZER% Avg. Pay Diff. 77.8% 73.7% 81.9% 94.0% 70.9% 83.2% 79.6% 75.6% 71.1% 86.8% 69.4%
BE&ER%Pay gap% 22.2% 26.3% 18.1% 6.0% 29.1% 16.8% 20.4% 24.4% 28.9% 13.2% 30.6%
FYESE Avg. Pay(All) XXX 12,749,000 11,991,000 13,044,000 12,797,000 10,340,000 12,806,000 12,791,000
BTSSR Avg. Pay(M) XXX 12,787,000 11,991,000 13,044,000 12,831,000 10,340,000 12,806,000 12,791,000
ZEFIIESE Avg. Pay(F) XXX 11,815,000 11,965,000
BREEERY Avg. Pay Diff. 92.4% 93.3%
BRER%Pay gap% 7.6% 6.7%

2 R M4 FYESE Avg. Pay(All) XXX 10,085,000 10,143,000 10,097,000 14,830,000 10,602,000 10,581,000 10,066,000 10,113,000 10,234,000 10,549,000
BHETFHER Avg. Pay(M) XXX 10,086,000 10,137,000 10,095,000 14,830,000 10,602,000 10,581,000 10,062,000 10,113,000 10,234,000 10,549,000
LETFIER Avg. Pay(F) XXX 10,062,000 10,233,000 10,175,000 10,131,000
BLES&ER% Avg. Pay Diff. 99.8% 100.9% 100.8% 100.7%
B&ER%Pay gap% 0.2% -0.9% -0.8% -0.7%

3 BR M3 FYEE Avg. Pay(All) XXX 8,360,000 8,354,000 8,348,000 12,147,000 8,260,000 8,100,000 8,299,000 8,217,000 8,377,000 8,301,000
BHETFHER Avg. Pay(M) XXX 8,369,000 8,388,000 8,353,000 11,866,000 8,509,000 8,061,000 8,434,000 8,220,000 8,400,000 8,658,000
LETFIER Avg. Pay(F) XXX 8,229,000 8,148,000 8,249,000 12,428,000 6,762,000 8,493,000 7,850,000 8,075,000 8,169,000 7,350,000
BLES&ER% Avg. Pay Diff. 98.3% 97.1% 98.8% 104.7% 79.5% 105.4% 93.1% 98.2% 97.3% 84.9%
B&=R%Pay gap% 1.7% 2.9% 1.2% -4.7% 20.5% -5.4% 6.9% 1.8% 2.8% 15.1%

4 IF2-h P5 FYEE Avg. Pay(All) XXX 12,772,000 12,852,000 12,669,000 13,011,000 12,810,000 13,175,000 12,540,000 12,350,000
BTSSR Avg. Pay(M) XXX 12,758,000 12,852,000 12,642,000 12,991,000 12,810,000 13,175,000 12,540,000 12,350,000
ZEFIIESE Avg. Pay(F) XXX 13,063,000 13,009,000 13,228,000
BREEERY Avg. Pay Diff. 102.4% 102.9% 101.8%
BRER%Pay gap% -2.4% -2.9% -1.8%

5 ARSPYZ P4 FYESE Avg. Pay(All) XXX 9,868,000 10,044,000 9,824,000 10,982,000 15,061,000 9,691,000 9,868,000 9,719,000 9,635,000 9,884,000 9,814,000
BTSSR Avg. Pay(M) XXX 9,880,000 10,069,000 9,843,000 10,985,000 15,061,000 9,761,000 9,908,000 9,700,000 9,650,000 9,833,000 9,831,000
LETFIER Avg. Pay(F) XXX 9,609,000 9,614,000 9,392,000 10,940,000 9,339,000 8,744,000 10,370,000 9,150,000 11,727,000 9,177,000
BLES&ER% Avg. Pay Diff. 97.3% 95.5% 95.4% 99.6% 95.7% 88.3% 106.9% 94.8% 119.3% 93.3%
B&ER%Pay gap% 2.7% 4.5% 4.6% 0.4% 4.3% 11.7% -6.9% 5.2% -19.3% 6.7%




2BLDEEE=RILEE TCC

RAW Pay Gap B i

6 *F P3 PSR Avg. Pay(All) XXX 6,819,000 6,952,000 6,794,000 10,606,000 7,156,000 7,151,000 7,175,000 6,819,000 6,864,000 7,137,000
BHETEHES Avg. Pay(M) XXX 6,887,000 7,110,000 6,841,000 10,841,000 7,184,000 7,283,000 7,374,000 6,877,000 6,873,000 7,255,000
THEFEHES Avg. Pay(F) XXX 6,353,000 6,431,000 6,278,000 10,512,000 7,079,000 6,783,000 6,450,000 6,105,000 6,794,000 6,018,000
BUSEERY Avg. Pay Diff. 92.2% 90.5% 91.8% 97.0% 98.5% 93.1% 87.5% 88.8% 98.9% 82.9%
BEa&ER%Pay gap% 7.8% 9.5% 8.2% 3.0% 1.5% 6.9% 12.5% 11.2% 1.1% 17.1%

7 ESy P2 PSR Avg. Pay(All) XXX 4,641,000 4,830,000 4,578,000 13,908,000 5,759,000 5,455,000 4,771,000 4,532,000 4,732,000 4,912,000 4,769,000
BHETEHES Avg. Pay(M) XXX 4,661,000 4,967,000 4,585,000 13,908,000 6,806,000 4,554,000 4,417,000 4,741,000 4,918,000 4,574,000
LTRSS Avg. Pay(F) XXX 4,606,000 4,755,000 4,550,000 5,759,000 4,576,000 4,854,000 4,589,000 4,723,000 4,903,000 4,866,000
BUSEERY Avg. Pay Diff. 98.8% 95.7% 99.2% 67.2% 106.6% 103.9% 99.6% 99.7% 106.4%
BEa&ER%Pay gap% 1.2% 4.3% 0.8% 32.8% -6.6% -3.9% 0.4% 0.3% -6.4%

8 — % P1 PSR Avg. Pay(All) XXX 3,684,000 3,865,000 3,723,000 3,808,000 3,720,000 3,811,000 3,760,000 3,865,000 3,613,000
BETFYES Avg. Pay(M) XXX 3,664,000 3,536,000 3,733,000 3,646,000 3,710,000 3,718,000 3,776,000 3,722,000 3,493,000
ZEFIES Avg. Pay(F) XXX 3,723,000 4,048,000 3,689,000 4,132,000 3,746,000 3,889,000 3,741,000 4,293,000 3,749,000
1-EHSERE 1-Pay gap% 101.6% 114.5% 98.8% 113.3% 101.0% 104.6% 99.1% 115.3% 107.3%
BEa&ER%Pay gap% -1.6% -14.5% 1.2% -13.3% -1.0% -4.6% 0.9% -15.3% 7.3%




3.5 ZNGRER(FIATERVER) TCC

UNEXPLAINED Pay Gap Using TCC S ik
Male Female
(BARMIPY)
FHES Avg. Pay(All)-TCC  EiR-EFIOTIES EAE +FZ +E5) Avg. pay (ABS + allowances + incentives) 7,155,000
SHFHES Avg. Pay(M)-TCCER - BIFIOB O FITER EAIE + FLH +E5) Avg. pay for men (ABS + allowances + incentives) 7,393,000
LIEFHES Avg. Pay(F)-TCC ik - EBFIDLIEDTIIES EAR + FLH +E5) Avg. pay for women (ABS + allowances + incentives) 5,751,000
E&E=RE Pay gap amount  BHEFIIES - ZMHTIIESE Avg. pay for men —Avg. pay for women 1,642,000
SLESER% Avg. Pay Diff. ZEFIIESR BHETIIES Avg. pay for women / Avg. pay for men 77.8%
B&ER%Pay gap% ERERE/ BTSSR Pay gap amount / Avg. pay for men 22.2%
SEEEDERDAE(TCC-Actual /Genc_ifrﬁl?_g\é Gap Factor Decomposition C—Actual - EﬁEE(DEﬁﬁE(TCC—ActuaI)
_ Factor Pav dap Gender Pay Gap Factor Decomposition (TCC-Actual)
1 B TERVZESR Unexplained Gap 266,854 3.6% 16.3% ¥1 642 000
Career Level 5713 924,485 12.5% 56.3% ’22 2(’%) ¥266,854
Tenure in Same Rank  SHREEEL 39,408 0.5% 2.4% ‘ 3.6%
- - Family EBF9 14,640 0.2% 0.9%
HHTEDE vears of Service EHiRE 9,121 0.1% 0.6%
E Age £Eiip 172,319 2.3% 10.5% ¥18,390
Explained - pting B 45,226 0.6% 2.8% =0.2%
G Hours Worked S5EIISRT 151,557 2.1% 9.2% ¥45’§26
Allowance Fuz 18,390 0.2% 1.1% & s
s TE37ZE(Total) Explained Gap (Total) 1,375,146 18.6% 83.7%

¥024,485 ¥30,408 ¥14,640 ¥9,121
12.5% 0.5% 0.2% 0.1% 2.3%

1,642,000 22.2% 100.0%

BEEROERDARTCC-Actual
o BLUOEEEE?22.2%¥1,642,000[C5U T CO53584%(SBIEDENTIHRIATBRENTEET,

o ZOS5HfICareer LevelDiEL) (56%) MAFZH, RUVTHR (10%) HEEREREEATVIEREL TETFS
NF9. RPTELEREROFHEEZDI5E. III0E(= FIBIRROZE)DEFHE LB IT BN BV ER ThTEN
EAFT.

o BLOEEREF22.2%¥1,642,000HU T, FEDD16%(E. HRIMSOER TEEATBILN TES | BLERICLD
ERERGEIINEY.

o RATESIEEERIBETPHBORE. EHA- TIBOMMHRRZRER P RN BIERIRSNZEI 575, &t
BATERVEEERCEIL TS, COEZABHIBHIC, TuR TEFHIDIERPERBRENKHSINET .

Gender Pay Gap Factor Decomposition (TCC-Actual) W SHOTESS 8P EhHREFEN Filin B FEESE FHER
Career Level Tenure in Family Years of Age Rating  Hours Worked Allowance

* 84% of the gender pay gap could be explained by differences in attributes, of which differences in career level Same Rank Service
(56%) accounts for the majority, followed by age (10%). Focusing on alleviating differences in these attributes
could aid in resolving the explained pay gap.

» The remaining 16% of the pay gap could not be explained by factors other than gender, and is assumed to be
due to simple discrimination.

* While explained pay gap requires mid- to long-term measures to be considered based on the features of the “RAW” “UNEXPLAINED”
business and job, and the human resource situation in your company and market, unexplained pay gap PAY GAP 4 PAY GAP
requires quick and intensive measures and decision making to fill this gap. - _

BaxR “EXPLAINED” PAY GAP SEATERWV

(#88R) SIATEREERE a&=



B it

Male Female

3.5 ZNGRER(FIATERVER) TCC

UNEXPLAINED Pay Gap Using TCC
ERLHIFEEEDER / Gap between actual and expected pay

B4 DREERICOVT, TEESIFESOE T I BN TUET., COMMICLD. TRESIIHTESEAZFELTUS, LR ZHEHLE
DEOILYILF IHEEE. BN IS HERBANCEIRTENEISNET. Gendergeal\;o(lvlale) Gender Rﬁ{;’)(Fema'@
For each individual employee, the gap between their actual and expected pay has been calculated. This analysis ?
highlights employees whose actual pay is far below their expected pay, or "below the range", as they could be given A A
priority for remedial pay adjustments. { Y
HIFERLYIYTOER Definition of "Below the ranae”
FEE(M5)/EPRE(MA4): ERMIUT:
SHRER — BHSERN — 20%U T THRES — BHSERN — 10%U T = 82% 4% 13%
Actual Pay - Expected Pay < —20% Actual Pay - Expected Pay < —10% Whole company
LYIBTFAE Number of emplovees below the ranae XXX
LI AE(BE) Number of male employees below the range XXX
BIECBIFBIL Y IUT AEIEY Percentage of male below the range 4.52%
LI A#(ZE) Number of female employees below the range XXX S ESL YT
TECBFBIL I T AEEIEY% Percentage of female below the range 9.25% wABLYIUT 74% 26%
LI T/ BEABEIA|E) Number of below the range Female / Male 2.05 {Z Below the range
"BELIIBL) BELVIIUT) ZELVIIUT) "L OIBLE)

o TEN EESNMHIFERE TREIZ(L DU T) ThaEERE, BHECLAT2.05(ERE0\ DIEHEB(CHII DI EERF14%(SRERVN

HRFEEE TEIB(L I TF)iEEE )~ TOPTEELEERF26%% 55HTLS.

Gender Distribution of Employees with Actual Pay "Below the Range" of Expected Pay (TCC-Actual)

Male (above the range) Male (below the range)

* Women are 2.05times as likely to have an actual pay "below the range" of the expected pay as compared to men. Although they
only comprise 14% of the general population, women comprise 26% of the employees who are paid below their expected pay.

HGERERERDERDNT : BRA/
Distribution of Differences Between Expected and Actual Pay (TCC) by Gender

HFESEIREROERONT : 55!

- HFEECREE0E0ORIMEE. BIET5.3%. ZHET1.9%TUR.
EEE0EFE + (IEDE) TiD. £HMCERIICESDNABVRETET IS T RSN BE5LD
b, EHEBOEREFDUBVEVZET, UDU. BLEIDZE3.4% (5.3%-1.9%) (& 13RI
SOBER TS TERVERLL T BUERCIZEEERNMFAEI B LERLTVEY.

Distribution of Differences Between Expected and Actual Pay (TCC) by Gender

30%

25%

20%

15%

« The median difference between expected and actual pay is 5.3% for men and 1.9%
for women. Both numbers are positive, which suggests that on average, employees

¥ BHBRkLL/Population Distribution (%)

TE  BlEE
Median:5.3%
*

Median:1.9%

BESLOTEOESHIAFERLD
BUVESZTHEINTNS

More women than men have
actual pay lower than expected
pay

Female (below the range)

TESLDBEOESHIIFERLD
BVWEEZ[INTVS

More men than women have actual
pay higher than expected pay

Feale (above the range)

are paid slightly higher than what is predicted from the gender-neutral statistical 10%
models. However, the difference between genders of 3.4% (5.3%- 1.9%)is a gap
that could not be explained by factors other than gender, which suggests the
prevalence of gender discrimination. 5% Val
« Looking at the population distribution separated by gender, where the x-axis is the ae
difference between expected and actual pay, the men's graph is shifted slightly to the —Female
right compared to the women's graph. This implies that across all pay ranges, more 0% . . . - . LI B . , - . . . . . —_—
men compared to women have actual pay higher than expected pay. A A A A A A JAY A 4 Y A S oY N & 5 A
3 g 5 8 8 8 S 2 Q 2 2 2 Q 2 2 2 S
2 2 2 N 2 2 > > > > > > > > > g

HIFERLZRERLDZE(%) / Differences in Expected Pay and Actual Pay (%)



4.BLDEE=R(FATISER) TCC

EXPLAINED Pay Gap Driver Anal
X5 = XI5

B it
sis Male Female

= aaERH

o - ] Pav aap o ik Career Level BIDHE S 18R
1 s CE72L\Z=ZE Unexplained Gap 266,854 3.6% 16.3%
Career Level i ZivA 924,485 12.5% 56.3% « Career LevelBIOSB iBMz R5E, FRN EABICONTHRERE
Tenure in Same Rank E#liHEEEEE 39,408 0.5% 2.4% HBRK(EBIETIRD. Specialist Professional (P4) L Tl395%7ht
pg TR Family &8P 14,640 0.2% 0.9% SHTY. WHAEEE(CEo TIdProfessional Senior(P3)A KD
"5$§ Years of Service EhicEEER 9,121 0.1% 0.6% BIHSADKFF ], FrUT7 LD Fa—IR1> MHWVER) LB TWBE
2 Exp:ll;ine Age £EHR 172,319 2.3% 10.5% EZ5NET.
5 . 0, 0,
d Gap Rating BHl 45,226 0.6% 2.8% Workforce Distribution by Career Level
Hours Worked 55 (@ SRS 151,557 2.1% 9.2%
« Looking at gender distribution of the workforce by career
:AIIowance _¥§§E 18,390 0.2% 1.1% level, the population increasingly becomes skewed towards
BB TE%ZE%E (Total) Explained Gap (Total) 1,375,146 18.6% 83.7% males the further one goes up the career ladder, with 95% of
1.642.000 22.2% 100.0% the workforce being males at Specialist Professional (P4) and
' ' above. This suggests women employees facing a ceiling in
terms of promotions at around P3 level, which serves as a
(BARMJIPY) career "choke point".
FYER Avg. Pay(All) Eik-EPIOFIIEREARIE +FH+E5) Avg. pay (ABS + allowances + incentives) 7,155,000
BHFHES Avg. Pay(M) S SPI0BHEOTIER(EARGE + FHU+E5) Avg. pay for men (ABS + allowances + incentives) 7,393,000 S4B Career Level BIQUESESBAL(EIRI53H
Z.Et-‘Fﬁ.lEﬁ Avg. Pay(F) %ffi . gff?i)é(ﬁ;):;ﬁ%ff$% +FH+E5) Avg. pay for women (ABS + allowances + incentives) 5,751,000 . &Career Level B3 ESOMA M5 5L . FBIOPL.
E&Z=R% Pay gap amount. B ’Ji — M ’Ji Avg. pay for men —Avg. pay for women 1,642,000 PRICOUTIE. B E AL TOET, UhL. (28
BUERERY Avg. Pay Diff. TEFES,/ BHEFIESR Avg. pay for women / Avg. pay for men 77.8% OB PITIE. B1. EoTHIETHANE, BATISMIE THE
B&ER%Pay gap% ERERE/ BHIES Pay gap amount / Avg. pay for men 22.2% N = ) -

HEEVSHERIDRON'R TENET . RAZ(IC. LAIDZAIILANIOE
IBRHCOVTE, [FEALEBHEICLOTHHSNTVS S, BRIC
DT BIENEUVMATICHDET .

ZEiR Career Level
FiR Career LevelBIDMERESBAY / Workforce Distribution by Career Level

Quartile Pay Distribution by Career Level

< In terms of quartile pay distribution within each career level,

there is a relatively even distribution across genders for lower
o %#ﬁﬁﬁtb ﬁlaﬁ# ﬁZaﬁ# ﬁSﬁﬁ[# %43&# staff-level positions P1 and P2. However, gender bias could
EES Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4) be seen at the P3 level, where the bulk of the workforce is

GrEERZEen Toiel located: most women are paid within the 1st and 2nd
are men. Lastly, gender bias could not be reliably measured
86% 14% 66% 34% 86% 14% 94% 6% 95% 5% for higher staff-level and managerial positions, as most of

h high iti Iread upied b b
Fil Career Level BIDMESBA(EEMMI) / Quartile Pay Distribution by Career Level fresenigner postiansae dieaty occupiedby men

e 3= 177 SBizignitt 1M st E Pl bagiv:d Eox]urbagiv:d E b v
Career Stream Career Level Workforce Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)

Distribution

2% 96% 4% 92% 8% 99% 1% 94% 6% 99% 1%

Managerial 5% 96% 4% 95% 5% 96% 4% 97% 3% 95% 5%

15% 94% 6% 92% 8% 95% 5% 94% 6% 95% 5%

0% 96% 4% 100% 0% 96% 4% 91% 9% 95% 5%

8% 96% 4% 94% 6% 95% 5% 96% 4% 97% 3%

Professional 53% 87% 13% 76% 24% 88% 12% 92% 8% 94% 6%
11% 63% 37% 62% 38% 70% 30% 63% 37% 58% 42%

% 65% 35% 63% 38% 68% 32% 73% 27% 58% 42%




4BEOBSER(GHATEZER) TCC B

EXPLAINED Pay Gap Driver Analysis Male Female

EIHEELEE Tenure in same rank

EifCareer LevelBl- BIRIDSMHEEESL / Tenure in same rank by Grade(Career Level), Gender
il E1MUSIE  HomAMIE  EIMSMUE  SSARISMuE

Tenure in same grade by

fH G (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)
o ender
Orgenization Total
:
4.8 6.1 4.8 6.1 4.8 6.1 4.8 6.1 4.8 6.1

FiRCareer Level Bl - B BIOE WM HEREL(ERMAAI) / Quértile Pay Distribution by Grade(Career level), Gender

LN el A ENSUE  SomAME BAESUE
Avg. Tenure in Genderg Y (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)
same grade

AEBR . 5.8 8.6 6.9 10.4 6.9 10.4 6.9 10.4 6.9 10.4
e . 4.1 6.1 4.9 7.3 4.9 7.3 4.9 7.3 4.9 7.3
BRE . 3.7 5.5 4.4 6.6 4.4 6.6 4.4 6.6 4.4 6.6

IF2/(—h . 3.4 5.2 4.1 6.2 4.1 6.2 4.1 6.2 4.1 6.2
ARSPYZ N . 3.3 4.9 3.9 5.9 3.9 5.9 3.9 5.9 3.9 5.9
*FE . 3.1 4.7 3.7 5.6 3.7 5.6 3.7 5.6 3.7 5.6
ESS . 2.8 4.2 3.4 5.0 3.4 5.0 3.4 5.0 3.4 5.0
—fi% . 2.2 3.4 2.7 4.0 2.7 4.0 2.7 4.0 2.7 4.0

FrUZLAN
Career Level

BBFT (REE)

ZEiRCareer Level Bl - BRBID SHRHER FE

o XXX

Tenurein same rank by Grade(Career Level), Gender
. XXX

EiRCareer LevelBl- BREIDERFEELR(ERMAI)
o XXX

Quartile Pay Distribution by Grade(Career level), Gender
o XXX.



4.BEOESER(BATEIER) TCC B
EXPLAINED Pay Gap Driver Analysis Male Female

BTE Family

ERFEFamily | BIDHESESERY / Workforce Distribution by Family

SBiiEhktt
HED Distribution by Gender

SREMMEL \Low pa

$REMS\ High pay,

SB1M5 it
(Quartile 1)

=Pl it s fivE
(Quartile 2)

SOSIEEE

SE3MSirEE
(Quartile 3)

ity fivE
(Quartile 4)

86% 14% 66% 34% 86% 14% 94% 6% 95% 5%
FEfEFamily | BIDRERESBR (&M 5I) / Quartile Pay Distribution by Family
e 3= 177 SBizignitt S1ms st E Pl bagive:d Eox]urbagiv:d E b v
&BPY (BAE) Workforce Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)
Distribution
7% 73% 27% 38% 62% 73% 27% 88% 12% 94% 6%
49% 90% 10% 79% 21% 91% 9% 96% 4% 96% 4%
2% 96% 4% 91% 9% 99% 1% 95% 5% 97% 3%
0% 47% 53% 0% 100% 40% 60% 40% 60% 100% 0%
1% 69% 31% 48% 52% 69% 31% 74% 26% 84% 16%
1% 74% 26% 55% 45% 59% 41% 88% 12% 96% 4%
2% 77% 23% 45% 55% 76% 24% 90% 10% 95% 5%
3% 86% 14% 57% 43% 93% 7% 95% 5% 99% 1%
2% 88% 12% 76% 24% 90% 10% 92% 8% 92% 8%
1% 80% 20% 43% 57% 83% 17% 97% 3% 98% 2%
31% 82% 18% 55% 45% 83% 17% 93% 7% 95% 5%

BHENEVWLEEY3YT / Specialization with high male %

Code Specialization Title AE SithEx
1 AFS.02.001 Head of Facilities & Administrative Support XXX 100%
2 GMA.02.001 Long-Term Business Strategy & Planning XXX 97%
3 GMA.02.006 Business Operations Strategy & Planning XXX 95%
4 GMA.02.999 Multiple Business Strategy & Planning Specializations XXX 94%
5 ENS.03.059 Product Design Engineering XXX 93%
Total XXX 86%

LENEWLEE Sy T / Specialization with high female %

Code Specialization Title AE p-aidig
1 HLT.04.025 Occupational Health Nursing XXX 53%
2 SMP.09.046 Stock Transfer Agent Relationship Management XXX 41%
3 SMP.02.056 E-Commerce Strategy & Planning XXX 39%
4 HRM.02.001 General Human Resources XXX 31%
5 AFS.01.040 General Office Administration XXX 30%
Total XXX 14%

BRfEFamilyI BIDREE SR

o FamilyBIOBLBM%EHDE. BIEEZRNEN TP~ (. General
Management (GMA). Engineering & Science (ENS) . Quality
Management (QLT) T, —75. IR IFIY— (&,
Healthcare/Pharmacy Services (HLT). Human Resources (HRM).
Administration, Facilities & Secretarial (AFS) T9 . E4AKI(C, BIELER
HEREEVEPIDIEF(E. Long-Term Business Strategy & Planning
(GMA) as well as Product Design Engineering (ENS) Téh. ZZ4$tE
HEbELDFOccupational Health Nursing (HLT). Stock Transfer
Agent Relationship Management (SMP), Human
Resources/Administrative functions (HRM, AFS) DS EF T, St T
(&, BMHEFHBEH - XA REE], T BRI MERI VS BN ENT
WBIEZNHET,

Workforce Distribution by Job Function

« Looking at gender distribution of the workforce by family, the families
with the highest distribution of males are General Management
(GMA), Engineering & Science (ENS) and Quality Management
(QLT). On the other hand, the families with the highest distribution of
females are Healthcare/Pharmacy Services (HLT), Human
Resources (HRM) and Administration, Facilities & Secretarial (AFS).

« Specifically, specializations with the highest male distribution are
related to Long-Term Business Strategy & Planning (GMA) as well
as Product Design Engineering (ENS), while specializations with
highest female distribution are Occupational Health Nursing (HLT),
Stock Transfer Agent Relationship Management (SMP), and Human
Resources/Administrative functions (HRM, AFS).

« This suggests men are concentrated in strategic and engineering-
related roles, while women are relegated to administrative roles
within this company.

Familyl BIDHEEES: AU bak
« FamilyBl(CERMDMIBHCHIZBLNMER DL >R,
SE2MUNNICZA, BARP AL FEFIANTBMHENEHTVET . 2O
I LEECareer LevelBIDEEE BLABRESDE THFIRI S
UENGDETN, FAUT. LHEICLERTBHOS N B (RS - 1
M OBVHIIIC VB FVERES TVSENZET .

Quartile Pay Distribution by Job Function

« In terms of quartile pay distribution within these families, most
women are paid within the 1stand 2nd quartiles, while almost all
those paid within the 4th quartile are men. As this analysis was
conducted regardless of career level, this should be read in tandem
with the earlier workforce distribution analysis by career level.

* The results suggest that regardless of family or job function within
the company, more men have higher positions with correspondingly
high pay as compared to women.




4A.BUDEEER(FGIATISER) TCC
EXPLAINED Pay Gap Driver Analysis

i/ BiREL AgelYears of service

B it

Male Female

£l - SIS EESBIOREK BB

REMEL \Low pa
£Fiin - BN ELBI DM BIBAL / Workforce Distribution by Age/Years of service

SBiiEnktt 1M e Eopdutbagivi Eox]urbagivi SEAmS It
Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)

$REMS\ High pay,

ames

Orgenization Total

86% 14% 66% 34% 86% 14% 94% 6% 95% 5%
FunBIDREESIBRN(&EM5I) / Quartile Pay Distribution by Age
=17 177 Bizidnlitt 1M fra¥ SE2ms st Eox]urbagivi SEAmS It
Workforce Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)
Distribution

8% 72% 28% 63% 37% 66% 34% 81% 19% 79% 21%
T | 22% 82% 18% 699% 31% 71% 23% 88% 12% 93% 7%
D | 31% 87% [13% 65% 35% 93% 7% 94% 6% 95% 5%
[ sok [ 89% [11% 74% 26% 92% 8% 94% 6% 96% 4%
601 | 1% 97% 3% 89% 11% 100% 0% 98% 2% 100% 0%
TISEH Average Age 44.67 45.19 4158
BiGELRI 0N ESIBR(ESMOAI) / Quartile Pay Distribution by Years of service
V=114 SBizignitt = Hlr b v <3 B2 HIEE SBIMDHIEE SBAMDHIEE
Workforce Distribution by Gender (Quartile 1) (Quartile 2) (Quartile 3) (Quartile 4)

Distribution

18% 78% 22% 64% 36% 7% 23% 83% 17% 87% 13%
[ ue [ 25% 869 14% 67% 33% 88% 12% 969 4% 959 5%
T e | 3% 88% 12% 70% 30% 92% 8% 959 5% 969 4%
| zae [ 21% 87% 13% 699% 31% 90% 10% 93% 7% 969 4%
41% up | 0% 84% 16% 50% 50% 82% 18% 100% 0% 100% 0%
SEEhREESK Average Years of service 20.36 20.72 18.23

« Career LevelBIOREREEBARERARIC, MHERIDTRFEIN=R
BFEBHROTVEET, OS> —FryTld. TIENBHIC
HEARTHERHCEC . ENNREAROERERAIMIUEI AT
ADANOENREREBHEL TVDEEZBNET .

o BERESGITE. LIE>I0ERBICEPRLTVEY. TN A
TOFHECTHIADRH D', HBNEFr)TESRELEEDMIL
REMMBH DI T, ENHE10FFIE T—EBOLIENRIL TS
BIREMEN®DE T . 10F%IBR HEBUOD GBI ZELEY
H\ 106 LB I DL, SEDFamilyBIfESEEE TR
&SI, FrUTPYT ORI BOHEEIEEEFFEE0
BRI OEIRRECRo TLBRIREEN BDET .

Workforce Distribution by Age/Tenure

< In a similarvein to workforce analysis by career level, the
gender distribution becomes increasingly skewed towards
men the older the employee becomes. This gender gap,
where women are relatively younger compared to men, may
significantly be tied to office dynamics given the Japanese
work culture where age is closely tied to seniority.

< In terms of tenure, women are significantly concentrated in
the below-10 years segment, which reinforces the earlier
conclusion that there may exist a ceiling for womenin terms
of internal advancement, or difficulty in balancing career and
family life, which may lead to their untimely resignations after
around 10 years of tenure. Although the gender distribution
becomes relatively stable beyond 10 years, women who
remain after 10 years may be in relatively lower-paying or
lower-ranking administrative positions with little career
advancement opportunities, as demonstrated by the earlier
workforce analysis by job function.

« th quartile.
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EXPLAINED Pay Gap Driver Analysis
5¥4ili Performance Rating

FELAT12)

% Average Rating

SHEL A T4 > ) BIDME SRR (ER ML) / Quartile Pay Distribution by Performance Rating

Distribution by Gender

SEMHL 1 T4 > RIS RS AL

SHELAT1 > I BIOB LB EHBE . TIHEDSTIOZFERON
WZERRBUTHED, TEREBRNSERSE. LRINSHETHSE]
HEENS Vs, SEIEHICHNTS T2 H -/ TN D DD TLBY
RINEROHENET . HBUNE. LIERFSTICL BB R EREHE
EEDER MBS S AV LRV TV EIREEEHDFE S . 2015
Bl SEORBER SN DIMES BV ILEBITITHUET .

Workforce Distribution by Performance Rating (Actual

vs. Target STI)

Performance rating has been imputed using relative gap
between target and actual STI received by the employee
during the year. As a caveat, there may be other factors that
determine performance ratings.

The results do suggest womenreceive less STI, which may
mean there is a gender bias in performance appraisals, since
their superiors are more likely to be male. Alternatively,
women may be relegated to positions where STl is not a
significant part of the compensations package, in which case
the earlier workforce distribution by job function should be
referred.

HiiL 1 71 > D BID kil

LECORER, HIEEFEEL HE2MUNMBHCERLTWS 5T, (B
VHBAZ(CEr DL BN 3) B (F SR AU DB ST BEL. f5SRI(E L5
ODMETEEE S ZRBTEROTNET,

Quartile Pay Distribution by Performance Rating

« The results follow the earlier observations where women are

concentrated in 1st and 2nd quartiles then significantly drop
off, while men in higher positions dominate 4th quatrtile.
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EXPLAINED Pay Gap Driver Analysis Male Female
53{EhBFR Work Hour BRI SR
o XXXXX
EBFIBIDF5EBFRE / Work Hour by division Work hours by Gender
J = o XXXXX
mmmmmcay S0
3 EEFR (%) B A .
&BF3/Family 3B Average Work Hour Wisrik [Aeurs /i vg. wor
Standard working INENITS @if WRImE
[— Avg. work hours
of men
M 101%
2,071
117%
1129
2,166
116%
104%
1,938
100%
116%
2,119
107%
102%
2,081
117%
103%
1,967
104%
117%
2,214
116%
M 0,
102%
M 0,
109%
M 0,
107%
M 0,
103%

REESEISE Standard working hours
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EXPLAINED Pay Gap Driver Analysis Male Female

F 4% Allowance B
o XXXXX

Allowance amountby Gender

EBFIBIDF 4% / Allowance by division

o XXXXX
SHTOFUEC TRTII9FYE/
. WIDZHAEA(%)  BEFIIFLE
&BF3/Family Gender FIYRAGF L& (M) Average paid allowance amount (Annual) Allowance paid as a Avg. paid allowance
% of company-wide of women / Avg. paid
Avg. allowance allowance of men

M 480,000

FIYF U Avg. paid allowance
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Workforce structure summary based on your data

BP9/ B EEME Workforce by Grade, Function

B it

Male Female

ap A A A P ®) »)
v,
- ade WO AFS ENS GMA HLT HRM ITC LCA PSK QLT ScN SMP
1 AEE M5 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
2 HE M4 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
3 BE M3 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
4 THFRC=h P5 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
5 ZRSPUR S P4 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
6 s P3 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
7 ESE) P2 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
8 —% P1 XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX XXX
EBPY/E B EEB LR Gender Ratio by Grade, Function
B3 e 41 o . n A P o) P
FrUrLAL AFS ENS GMA HLT HRM ITC LCA PSK QLT ScN SMP
Career Level
1 AEPE M5 100% 100% 96% 100% 100% 100% 96%) 96%)|
2 BE M4 94% 97% 100% 100% 100% 94% 100% 100% 100% 95%) 96%)
3 BE M3 85% 95% 50% 86% 91% 7% 98% 90% 73% 94% 94%
4 IF2)-hk P 100% 93% 92% 100% 100% 100% 100% 100%) 96%)|
5 ARSPURR P4 95% 96% 94% 100% 83% 9% 97% 97% 97% 98% 96% 96%
6 FE P3 7% 92% 29% 73% 74% 79% 93% 89% 90% 83% 87%)
7 ESE) P2 35% 80% 100% 0% 39% 28% 33% 53% 63% 33% 53% 63%
8 —#% P1 36% 78% 67% 71% 45% 56% 75% 53% 5296 65%
73% 20% 9%6% 47% 69% 74% % 86% 88% 80% 829 86%)
iR ERPE Workforce by Age EhiREEHRI EEME Workforce by Tenure FHEL 1 71> 2B EEME Workforce by Rating
b BLE i Az LR RaLf=J Az LR A
Age Tenure Rating
20 XXX 72%) 0 XXX 78%) 1 XXX 80% 9%
30 XXX 82% 10 XXX 86% 2 XXX 8594 15%
40 XXX 87% 20 XXX 88%) 3 XXX 8494 55%
50 XXX 89% 30 XXX 87% 4 XXX 9294 16%
60 XXX 97% 40 XXX 84% 5 XXX 95% 5%
XXX 86%) XXX 86%) XXX 86% 100%
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Disclaimer Notice

Mercer recognizes the importance of the content and every effort has been made to ensure the accuracy of all the information and
statement therein in this document. However, the accuracy and usefulness of Mercer’s data depends in large measure on the data
clients supply. Whilst all of our clients agree in writing to provide accurate and complete data, Mercer assumes no responsibility for
the accuracy or completeness of such information or data, except to the extent that Mercer has engaged in gross negligence with
respect to the handling of such information.

Non-Disclosure Notice

All information in this report, including the prices quoted, is to be treated as CONFIDENTIAL information, provided only for the purpose
of the recipient. The recipient may not disclose the report to any person or party other than the intended audience and representatives
of any organization serving as professional advisor to the recipient. The right of all intellectual property of whatever nature contained
herein shall be and remain vested with Mercer. Before making this report available, the recipient must bring this Non-Disclosure Notice
to the attention of those concerned.



