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Measures to Support
'The Law on Promoting Women in the Workplace' (as of March 15, 2023)

UBS Securities Japan Co., Ltd.
UBS Asset Management (Japan) Ltd
UBS SuMi TRUST Wealth Management Co., Ltd.

The UBS Group in Japan is committed to shaping a diverse and inclusive culture that
helps drive innovation and offers better ideas and service to clients. Specifically, our
businesses recognize and address the fact that employees increasingly face an array of
social demands including child-rearing, nursing care, issues of well-being, and other
work/life balance pressures. We have adopted the following action plan to raise
productivity and to sustain an environment in which all employees can develop careers
fitting his or her individual needs and reach their full potential while maximizing their
contributions.

1. Duration
UBS Securities Japan Co., Ltd. from April 1, 2020 to March 31, 2025
UBS Asset Management (Japan) Ltd /UBS SuMi TRUST Wealth Management Co., Ltd.
from April 1, 2022 to March 31, 2025

2. Objectives
a) Increase senior female leadership (i.e. Director level and above) ratio to 30%
b) Encourage employees to use at least 50% of paid vacation days by 2025 (ambition
is 50% utilization rate of the granted year annual leave by continuing to improve
the working environment and mindsets of both managers and employees.

As of March 15, 2023

a) 28.3% UBS Securities Japan Co., Ltd., 30.5% UBS Asset Management (Japan) Ltd,
25.0% UBS SuMi TRUST Wealth Management Co., Ltd.
b) From January-December 2022 UBS Group in Japan 52%
UBS Securities Japan 51%

3. Measures and Timeline

a) Director (DI)/Associate Director (AD) Mentoring Program - continue existing DI /AD
program while expanding it to include female Authorized Officers (AO). Increase the
number of programs to cover 50% of female DI/ADs by March 31, 2025.
2020 Cohort Kick-off of AD (Yr 4)/DI (Yr 5) Program 16 pairs completed
2021 Cohort Kick-off of AO (Yr 1)/ AD (Yr 5)/DI (Yr 6) Program 15 pairs completed
2022 Cohort Kick-off of AO (Yr 2) / AD (Yr 6)/DI (Yr 7) Program 12 pairs completed
2023 Cohort Kick-off of AO (Yr 3) / AD (Yr 7)/DI (Yr 8) Program 13 pairs ongoing
2024 Cohort Kick-off of AO (Yr 4) / AD (Yr 8)/DI (Yr 9) Program
*Target hosting 10-20 pairs per annum

b) Continue to target 100% completion rate of coaching for Maternity Leave returnees
and Line Managers to support smooth transitions back into teams. Frequency may
differ depending on the number of returnees, but seek to conduct at least twice a
year.

Overall, for 2022, UBS had less returnees compared to earlier years and thus placed
more efforts on pre-maternity coaching. In 2023, both pre- and post-maternity
coaching is planned.



c¢) Maintain approximate 50:50 gender balance per annum in hiring. Identify at least
one female candidate during each hiring/selection process. Japan management owns
this initiative and drives it within each respective business division/group. Functions
with significantly less female leadership are particularly targeted to set annual
increase goals.

Gender balance stood at 41.9% female in 2022.

d) Top-down regular messages and dialogue from senior management related to
gender diversity. Communicating the diversity agenda internally and externally,
management will share success stories and present diverse role models. Arrange at
least four gender diversity focused sessions a year, hosted and attended by
local/regional/global senior management.

In 2022, UBS supported internal/external speaker events as well as other initiatives
and events lead by our employee networking groups.

Gender pay gap:

At UBS, we reimagine the power of people and investments to create a better world for
all — a world that's fair and sustainable. To support our purpose, we have a clear
ambition to build and develop a diverse, equitable, and inclusive workforce that is
representative of the clients and communities we serve. UBS is and continues to be fully
committed to hiring, promoting, and retaining talent of all genders and ethnicities
across the firm.

In all our global locations including Japan, UBS’s hiring principle is to select the correct
person for the relevant role. We offer our applicants and employees opportunities to
drive their own careers by proactively pursuing roles while enhancing their knowledge
and capabilities based on their professional aspirations. Our compensation policy ensures
that salaries are based on the job role and the level of responsibility associated with it.
We also factor in external compensation levels, since we believe that appropriate pay for
a role is impacted by the required knowledge and experience as well as the level of
responsibilities.

We are confident that regardless of gender, employees are paid fairly for the same or
similar role, for work with equal value. Moreover, for UBSSJ the majority of our staff are
permanent employees, with non-permanent employees forming only around 2% of our
total staff. Non-permanent employees are all the same gender so no pay gap can be
calculated for that population.

When we simplistically compare gender pay gap—meaning all women versus all men, with
no distinctions for job role, experience, responsibility etc.—the average total pay (i.e.,
salary plus bonus) of female employees at UBSSJ in 2022 was 49.33% of that of male
employees. This gender pay gap is largely driven by a higher representation of men at
senior levels at UBSSJ. UBS conducts regular and rigorous internal compensation reviews
across the Firm to ensure employees are paid fairly and to address any unexplained gaps.



