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Background and Objectives

There is growing global interest in international Focus of the Study on Global Investors’ Perspectives
standard-setting for human capital disclosure. and Corporate Cases in Human Capital Disclosure
Once global standards are established, investors

are expected to increasingly compare companies Stakeholder Map of Human Capital Disclosure

across borders and industries.

Market Business
For Japanese companies to remain attractive as
medium- to long-term investment targets and Regulatory
enhance international competitiveness, it is Frameworks Emol

i : : . " ployees
becoming increasingly important to improve » CSRD/ESRS .
human capital disclosure practices aligned with * FRC etc. Tl 3
global trends. Corporate
Approaches to 3

This study aims to provide insights for Japanese In\I/estptc)rt§ l Human Busines i
companies by analyzing global investors' focus T Capital Partners B
areas (including analytical methods and . Retail Disclosure and 3
frameworks for cross-company comparisons) and Investors Competitors [l
corporate cases in human capital disclosure, o AM Firms o
highlighting the reasons behind their positive 2
evaluations. The study emphasizes global investors' perspectives, 2

relevant standards, and alignment with business strategy.



Research Scope and Approach

Research on Existing Standards Conducted Interviews with Research on Overseas Corporate
and Frameworks Global Investors and Associations Cases in Human Capital Disclosure
To identify overseas corporate cases in Conducted interviews with global investors Conducted research and summarized
human capital disclosure, this study and associations; summarized key insights human capital disclosure examples
examined existing standards and « (ldentified interview candidates, overseas, based on global investor
frameworks in the U.S. and Europe, conducted outreach, and logistics interviews and investor expectations.
summarizing key points for consideration. coordination) « Companies highlighted by global
« SASB Standards « Prepared for interviews investors as examples of disclosure
« Integrated Reporting Framework (IIRC) - Facilitated interviews practices during interviews.
« European Sustainability Reporting « Compiled meeting minutes and « Companies recognized internationally
Standards (ESRS) summary materials through IR awards whose disclosures
» Workforce-related Corporate related to investor expectations
Reporting (UK FRC) identified in interviews.

« Reports and Statements on Human
Capital Disclosure Published by
Investors and Investor Associations

Copyright © 2025 by Boston Consulting Group. All rights reserved.



Interview Preparation

Clarifying Objectives
« Define interview objectives
and organize required
information and insights.

Analyzing Interviewees
« Understand interviewees’
backgrounds and determine
appropriate analytical
perspectives.

Designing Interview Guides
» Prepare question lists
designed to elicit necessary
information.

Interview Execution

Pre-Interview Preparation
« Share interview objectives
and question list with
interviewees in advance.

Interview Facilitation

« Facilitate smooth interviews
and gather necessary
information.

» Keep discussions focused and
optimize meeting time.

» Conduct follow-ups afterward
to confirm critical
information, if necessary.

Methodology: Preparation and Execution of Interviews with Global Investors

Drafting of Meeting
Minutes and Summary
Materials

Drafting Meeting Minutes
« Accurately document interview
content.
« Summarize key points of major
remarks and topics.

Extracting Insights
« Analyze and identify key
insights aligned with objectives.

Drafting Summary Materials
« Structure interview findings
and visualize information in
Power Point slides.

The study conducted interviews with 11 organizations from various regions and types. "

1. Specific names of interviewed organizations are not disclosed, based on agreement with participants.
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Reference: Interview Flow and Key Questions for Global Investors

Expected
Interview Flow Content Time
Intro- Pre-Info Explanation on Preliminary Information and Purpose of Interview
. 5-10 min
duction IFRS S1 Explanation on IFRS S1 B1-B3 and introduce several exemplary corporate practices
Specific Questions Questions about your organization. 10 min
Q) When a company develops and executes an HR strategy to secure the talent needed for
Importance management strategies that can affect future cash flows, is it important for investors’ decision- 6-8 min.
making to disclose human capital information?
investment Q) When a company develops and executes an HR strategy to secure the talent needed to achieve its
Utilization management objectives, what types of human capital disclosures would be most useful for 6-8 min.
understanding the strategy’s content, concrete goals, and progress?
General Q) What human capital information, despite investor demand, is currently not being disclosed?
Questions Issues (Ex. training expenses, purely quantitative metrics lacking any explanatory context) 6-8 min.
standards/ Q) Which existing standards, frameworks, or regulations do you find most useful, and why do you
Frameworks place such a high value on their requirements? 6-8 min.
Corporate Q) Which corporate practices are regarded best practices and why? '
Practices 6-8 min.
Total: 60 min.
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Existing Standards and Frameworks
Disclosure standards and frameworks exist for investor-focused sustainability information, including human capital.

Overview of Standards and Frameworks

Key Characteristics

The Sustainability Accounting Standards
Board(SASB), founded in 2011 and published
the SASB Standards in 2018.

Identifies the sustainability-related issues most relevant to investor decision-making in 77
industries, offering concrete quantitative metrics and disclosure items.

Helps companies clearly identify sustainability issues that affect their financial performance
and supports investors in their decision-making processes

SASB Currently, SASB has been integrated into the IFRS Foundation. The ISSB standards refer the SASB
Standards by using the phrase "shall refer to and consider”
Standards
Set by the International Integrated Reporting Defines the concepts and principles of value creation processes and integrated thinking.
<| R> Council (IIRC) in 2013. Requires companies to integrate financial and non-financial information, promoting the
clarification of value creation processes and supporting investor decision-making.
Integrated Currently, the IIRC has been integrated into the IFRS Foundation, and the key concepts of the
Reporting Integrated Reporting Framework are reflected in the ISSB standards.
Framework
Set by EFRAG (European Financial Reporting Consists of cross-cutting standards and topical standards, including those related to human
ﬂ Advisory Group), it has already started being capital
applied from 2024 to large European listed Requires EU and non-EU companies that meet certain criteria to disclose information on
companies above threshold as the first group. sustainability topics, including human capital, to a broad range of stakeholders, including
ESRS investors

Workforce-
related corporate
reporting

The report "Workforce-related Corporate
Reporting” was published by the Financial
Reporting Council (FRC) in the UK in 2020.

Defines specific metrics and principles related to human capital (e.g., employment conditions,
diversity)

Promote workforce-related corporate reporting to enhance investor decision-making and
transparency

Utilizes the guidance as voluntary guidelines to advance the disclosure of human capital
information

Source: Official sources (e.g., SASB website, regulatory publications), BCG analysis
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SASB Standards (1/3)

Standards for corporate sustainability disclosures and investor decision-making

Background of Standard Setting

Standard Setting Year/Body
« Founded in 2011 by Dr. Jean Rogers, a U.S. expert in
sustainability and accounting.
e Merged with IIRC in 2021, forming the Value Reporting
Foundation (VRF).
 Integrated into ISSB under the IFRS Foundation in 2022.

Background and Purpose of the Standard Setting
Investor Needs

« Despite growing importance of sustainability information,
lack of consistent frameworks linking Sustainability and
financial performance

Needs for Integrated Disclosure with Financial Reporting

 Increasing need for Transparent, Standardized
Sustainability disclosures in relation to corporate
reporting

Needs for Standardized Disclosure Requirements

 Stricter sustainability disclosure requirements.
« Enhanced demand for sustainability information,
increasing need for reliable standard.

Source: Official SASB Website (Japanese ver.)

Overview of Standards

Content

Provides standards for Sustainability disclosure to investors
and stakeholders
« Sets standards to support investor decision-making from
a Sustainability perspective
» Provides guidance for companies to identify financially
material Sustainability factors

Features
Sets Disclosure Standards based on Industry
« Defines financially material topics based on
characteristics of 77 industry classifications

Assessment of Impact on Corporate Financial Performance
- Evaluates how corporate Sustainability information
impacts financial performance

Standardized Evaluation Criteria
« Establishes unified framework clarifying corporate issues
and evaluations

10
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SASB Standards (2/3)

Defined categories "Labor Practices”, "Health & Safety”, "Engagement”, "Diversity & Inclusion”

Standards Overview

Example Disclosure Topics: Software & IT Services

Defines 5 dimensions and 26 general issue categories to evaluate
corporate sustainability information

Environment

» GHG Emissions, Air Quality, Energy Management, Water &
Wastewater Management, Waste & Hazardous Materials
Management, Ecological Impacts

Social Capital

* Human Rights & Community Relations, Customer Privacy, Data
Security, Access & Affordability, Product Quality & Safety, Customer
Welfare, Selling Practices & Product Labeling

Human Capital

» Labor Practices, Employee Health & Safety, Employee Engagement,
Diversity & Inclusion

Business Model & Innovation

* Product Design & Lifecycle Management, Business Model Resilience,
Supply Chain Management, Materials Sourcing & Efficiency, Physical
Impacts of Climate Change

Leadership & Governance

» Business Ethics, Competitive Behavior, Management of the Legal &
Regulatory Environment, Critical Incident Risk Management,
Systemic Risk Management

Source: Official SASB Website (Japanese ver. and Original ver.)

Identifies industry-specific general issue categories most likely to
impact corporate value. e.g., Software & IT Services: Employee
Engagement, Diversity & Inclusion

Environment Sodial Capital Human Capital

GHG Emissions Human Rights &
Community Relations
Air Quality Employee Health & Safety

Customer Privacy ()

Labour Practices Product Design & Lifecycle  Business Ethics
Management

Competitive Behaviour
Business Model Resilence
Employee Engagement,

Energy Management ()
Diversity & Inclusion®

Supply Chain Management  Management of the Legal
& Regulatory Environment

Data Security (@

Access & Affordability V‘E‘éf?‘gﬁﬁoumiﬂg &

Efficiency Critical Incident Risk

Product Qualty & Safety E— Management

Waste & Hazardous
Materials Management
Climate Change

Systemic Risk

Customer Welfare
Management

Ecological Impacts

Selling Practices & Product
Labeling

Explains rationale for disclosure topics by industry

Recruiting & Managing a Global, Diverse & Skilled
Workforce

Topic Summary

Employees are important contributors to value creation in the Software & IT Services industry. Entities commonly find
recruiting qualified employees to fill these positions difficult. A shortage in technically skilled employees can create
intense competition to acquire highly skilled employees globally, contributing to high employee turnover rates. Some
entities contribute to relevant education and training programmes to expand the availability of domestic, skilled
employees. Entities offer significant monetary and non-monetary benefits to improve employee engagement and
therefore retention and productivity. |nitiatives to improve employee engagement and work-life balance may influence
the recruitment and retention of a diverse workforce. Since the industry is characterised by relatively low
representation from women and minority groups, efforts to recruit and develop globally diverse talent pools may
address the talent shortage and improve the value of entity offerings. Greater workforce diversity is important for
innowvation and helps entities understand the needs of a diverse and global customer base.

11
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SASB Standards (3/3)

Reference: Examples of Human Capital-related Metrics and Industries Required to Disclose

Disclosure Item Category! Example Metrics from SASB Industries Required to Disclose Metrics
Employee Composition, ¢ Turnover Rates 8 Industries:
Turnover Rate. etc. (Voluntary and Involuntary) « E-Commerce; Multiline & Specialty Retailers & Distributors; Restaurants; Biotechnology &
’ Pharmaceuticals; Healthcare Delivery; Hotels & Lodging; Professional & Commercial Services; Road
Transportation
Total Labor Costs / « Average Hourly Wage / 5 Industries:
Compensation & Wages Minimum Wage « Multiline & Specialty Retailers & Distributors; Food Retailers & Distributors; Restaurants; Hotels &

Lodging; Cruise Lines

Employee Engagement 4 Industries:
Survey Response Rate, etc.? o E-Commerce; Professional & Commercial Services; Internet Media & Services; Software & IT Services

Employee Engagement

Investment in Talent Qualitative Description of 2 Industries:
Acquisition and Talent Acquisition, « Biotechnology & Pharmaceuticals (Scientists, R&D Staff); Healthcare Delivery (Healthcare Practitioners)
Recruitment, and Retention

Development
DEI  Employee Composition by 9 Industries:
Gender and Race/Ethnicity « E-Commerce; Multiline and Specialty Retailers & Distributors; Asset Management & Custody Activities;

Investment Banking & Brokerage; Advertising & Marketing; Professional & Commercial Services;
Hardware; Internet Media & Services; Software & IT Services

Health, Safety, and « Total Recordable Incident 22 Industries:

Combpliance Rate (TRIR) . Meat, Poultry & Dairy; Healthcare Delivery; Electric Utilities & Power Generators; Fuel Cells & Industrial Batteries; Industrial

p Machinery & Goods; Rail Transportation; Agricultural Products; Oil & Gas Exploration & Production; Oil & Gas Services; Iron & Steel

Producers; Construction Materials; Iron & Steel; Oil & Gas Refining & Marketing; Engineering & Construction Services; Home
Builders; Waste Management; Wind Technology & Project Developers; Chemicals; Electronic Manufacturing Services (EMS) &
Original Design Manufacturing (ODM); Air Freight & Logistics; Road Transportation; Leisure Facilities

Note: Disclosure items were independently classified based on the SASB industry-specific requirements, indicating industries required to disclose each topic.

1.Classifications are original to this report, derived inductively, and not official SASB classifications.2.Includes metrics such as percentage of positive responses in employee engagement
surveys or comparative indices based on survey results. 12
Source: Official SASB Website (Japanese ver.)
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B3 FRS

3 Level structure of IFRS S1 Appendix B

Highlights corporate dependencies on and impacts of human capital as sustainability risks and opportunities affecting
future cash flows.

B3

This Standard requires an entity to disclose information about all sustainability-related risks and opportunities that could reasonably
be expected to affect the entity’s cash flows, its access to finance or cost of capital over the short, medium or long term
(referred to as ‘sustainability-related risks and opportunities that could reasonably be expected to affect the entity’s

prospects’)
(see paragraph 3)

An entity’s sustainability-related risks and opportunities arise out of the interactions between the entity and its stakeholders,
society, the economy and the natural environment throughout the entity’s value chain. These interactions—which can be direct and
indirect—result from operating an entity’s business model in pursuit of the entity’s strategic purposes and from the external
environment in which the entity operates. These interactions take place within an interdependent system in which an entity both
depends on resources and relationships throughout its value chain to generate cash flows and affects those resources and
relationships through its activities and outputs—contributing to the preservation, regeneration and development of those
resources and relationships or to their degradation and depletion. These dependencies and impacts might give rise to sustainability-
related risks and opportunities that could reasonably be expected to affect an entity’s cash flows, its access to finance and cost of
capital over the short, medium and long term

... Similarly, if an entity operates in a highly competitive market and requires a highly specialised workforce to achieve its
strategic purposes, the entity’s future success will likely depend on the entity’s ability to attract and retain that resource. At the
same time, that ability will depend, in part, on the entity’s employment practices—such_as whether the entity invests in employee
training and wellbeing—and the levels of employee satisfaction, engagement and retention. These examples illustrate the close
relationship between the value the entity creates, preserves or erodes for others and the entity’s own ability to succeed and achieve
its goals

Source: International Sustainability Standards Board (ISSB),IFRS® Sustainability Disclosure Standard S1: General Requirements for Disclosure of Sustainability-
related Financial Information (June 2023) 13
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Reference: Human Capital descriptions on IFRS S1

Affecting the entity’s cash flows over the short, medium or long term

* K
* *
Achieving strategic purposes

Entity’s business model

O

Investing in Employee Training
Investing in Employee Wellbeing
Improving Employee Satisfaction
Employee Engagement

Human Capital

8

« Highly Specialised Workforce

Bl = mpacts Il =Dependencies

Note: This slide is not included in the Japanese version and is solely a reference material for understanding the descriptions of IFRS S1.

Source: Japanese Financial Services Agency

Entity

ﬁ

14
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Integrated Reporting Framework (1/2)

Provides guidelines to promote integrated reporting of financial and non-financial information

Overview of Framework

Content
Provides Guidelines for Integrated Reporting of Financial and
Non-Financial Information
 Clarifies corporate long-term value creation by including
human and other non-financial capitals, in addition to
financial capital

Background of Framework Setting

Framework Setting Year/Body
« Published in 2013 by the International Integrated
Reporting Council (IIRC)

Background and Purpose of the Framework Setting
Embedding Integrated Thinking into the Organization
« Reporting integrates diverse information; promotes
“integrated thinking," driving organizational change and
enhancing corporate value.

Features
Promoting Long-term Integrated Thinking

 Integrated thinking naturally improves connectivity of « Focuses on medium- to long-term value creation and

information used for reporting, analysis, and decision-
making

Explaining Value to Financial Capital Providers
« Provides useful information to all stakeholders
(employees, customers, suppliers, partners,
communities, legislators, regulators, policymakers) on
long-term corporate value creation.

sustainability beyond short-term financial results.

« Presents a framework highlighting interactions between
financial and non-financial capitals (including human
capital).

Principle-based, Flexible Application

« Provides fundamental principles for integrated reporting,
allowing flexible application according to corporate
characteristics and strategies.

1.Integrated thinking refers to proactively considering relationships between various organizational units/functions and the capitals the organization uses or affects.

Source: Integrated Reporting Framework (Japanese translation ver)

AR

15
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Integrated Reporting Framework (2/2)

Framework Overview

AR

Presents integrated reporting principles incorporating capitals, including human capital and other non-financial resources

Principles and Content Elements

Categorizes six capitals (including human capital) as the basis
for the success of all organizations, which depend on various
forms of capital:
- Financial Capital: Financial resources
« Manufactured Capital: Physical resources (infrastructure,
facilities)
« Intellectual Capital: Brands, knowledge, patents
« Human Capital: Employee skills and competencies
« Social & Relationship Capital: Relationships with customers,
suppliers, and communities
« Natural Capital: Environmental resources
Principle: Companies disclose how they utilize these capitals
as inputs and generate outputs through business activities.

EXTERNAL ENVIRONMENT

nnnnnn
RI

nnnnnn
MANUFACTURED

5
7

ACTIVITIES
(POSITIVE AND

NEGATIVE OVER THE

SHORT, MEDIUM

AND LONG TERM)

oUTPUTS
SOCIALAND
1T RELATIONSHIP PERFORMANCE |  (  oumook

VALUE CREATION, PRESERVATION OR EROSION OVER TIME

BUSINESS MODEL

BUSINESS

L

k

N
4

7~
—
—~

[N
r 4

Source: Integrated Reporting Framework (Japanese translation ver, Original Ver.)

Based on the six capitals, companies prepare integrated reports
following these principles and content elements:

Principles (fundamental reporting guidelines):

Strategic focus & future orientation: Clearly links strategy to value creation.

Connectivity of information: Includes connectivity between financial and
non-financial information.

Stakeholder relationships: Describes relationships with key stakeholders.
Materiality: Reports information significantly impacting value creation.
Conciseness: Provides clear, concise information, avoiding overload.
Reliability & completeness: Fully reports strengths, challenges, and risks.
Consistency & comparability: Ensures consistent reporting methods for
comparison.

Content Elements (specific information required):

Organizational overview & external environment: Market trends,
regulations.

Governance: Structure and decision-making frameworks.

Business model: Core mechanisms of corporate value creation.

Risks & opportunities: Key factors affecting value creation.

Strategy & resource allocation: Strategic direction and resource priorities.
Performance: Financial and non-financial outcomes and indicators.
Outlook: Future external environment changes and responses.

Basis of preparation & presentation: Reporting principles, assumptions, and

criteria.
16
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ESRS(European Sustainability Reporting Standards) (1/2)

Requires sustainability reporting (including human capital) for certain EU and non-EU companies

Background of Standard Setting

Standard Setting Year/Body
« Set by the European Financial Reporting Advisory Group
(EFRAG)
« Applies to large European listed EU companies above
threshold from 2024
« Scope to gradually expand thereafter

Background and Purpose of the Standard Setting
Improving Transparency & Consistency

« Standardizes corporate sustainability disclosures to
enhance transparency, enabling investors and
stakeholders to better evaluate risks and opportunities.

Supporting EU Sustainability Goals
« Promotes achievement of corporate environmental and
social objectives aligned with the EU Green Deal and
climate targets (e.g., carbon neutrality).

Overview of Standard/Framework

Content
Reporting standards enabling standardized corporate
sustainability disclosures
« Set under the EU's Corporate Sustainability Reporting
Directive (CSRD), specifying disclosure requirements

Features
Mandatory Application
e Required for European companies above threshold (including
certain non-EU companies).

Comprehensive Disclosure Requirements
» Defines specific disclosure items across Environmental (E),
Social (5), and Governance (G) areas.

Double Materiality Principle
« Integrates two perspectives into disclosure:
- Financial Materiality: Impact of Sustainability factors on
corporate financial performance.
- Impact Materiality: Impact of corporate activities on
environment and society.

17

Source: ESRS, JETRO "Practical Guidance on ESRS Application for Japanese Companies Subject to CSRD"
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ESRS(European Sustainability Reporting Standards) (2/2)

Specifies detailed disclosure requirements by sustainability topic

Standards Overview Social (S): Disclosure Items on Own Workforce

ESRS consists of three elements:
General Standards: Common rules and principles applicable

Use the following disclosure items to confirm considerations
for own employees including human rights:

across companies

« ESRS 1: Fundamental rules of sustainability reporting
- (e.g., Double Materiality principle)

« ESRS 2: General disclosure items
- (e.g., Governance, Business model & strategy)

Topic-specific Standards: Detailed ESG-focused disclosure
requirements

« Environmental (E): Climate change, Pollution, Water &

marine resources, Biodiversity, Circular economy, etc.
« Social (S): Own workforce, Workers in value chain, etc.
« Governance (G): Business conduct

S1-1: Policies related to own workforce

S1-2: Processes for engaging with own workers and workers’
representatives about impacts

S1-3: Processes to remediate negative impacts and channels for own
workers to raise concerns

S1-4: Taking action on material impacts on own workforce, and
approaches to mitigating material risks and pursuing material
opportunities related to own workforce, and effectiveness of those
actions

S1-5: Targets related to managing material negative impacts, advancing
positive impacts, and managing material risks and opportunities

S1-6: Characteristics of the undertaking’s employees

S1-7: Characteristics of non-employee workers in the undertaking’s own
workforce

8: Collective bargaining coverage and social dialogue

9: Diversity metrics

S1-
S1-
S1
S1
S1
S1
S1
S1
S1
S1

Source: ESRS, JETRO "Practical Guidance on ESRS Application for Japanese Companies Subject to CSRD"

-10:
-11:
-12:
-13:
-14:
-15:
-16:
-17:

Adequate wages

Social protection

Persons with disabilities

Training and skills development metrics

Health and safety metrics

Work-life balance metrics

Compensation metrics (pay gap and total compensation)

Incidents, complaints and severe human rights impacts
18
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Workforce-related corporate reporting (1/2)

Guidance on Workforce-related Information Valued by Investors

Background of Framework Setting

Framework Setting Year/Body
« Established in 2020 by the UK Financial Reporting
Council (FRC)

Background and Purpose of the Framework Setting
Growing importance of workforce leading investors to
demand more transparency on workforce management.
 Increasing investor interest in how companies manage
workforce as a strategic asset to create long-term value.

e Investors seek concrete data and reliable metrics on
workforce composition, employee contribution, and
workforce investments.

 Investors value disclosures on how companies manage
workforce-related risks and opportunities, and how
employee engagement and feedback are utilized.

« Workforce-related reporting requires transparency in

governance, risk management, strategy, and metrics &
targets.

Source: Workforce-related corporate reporting

Overview of Framework

Content

Provides guidelines on workforce disclosures, addressing
investor needs and recommended corporate explanations.

« Aims to clarify how corporate workforce management
contributes to long-term value creation and sustainability.

Features
Prioritizes What Investors Value Most in Workforce-related
Disclosures
e Focus on Long-term Value Creation
- Defines workforce as critical to business strategy
execution and sustainable success
- Workforce information is key to evaluating
competitiveness and risk management.
» Investor-focused Perspective
- Emphasizes workforce disclosures that are material to
investors.
e Connectivity to Financial Reporting
- Recommends connecting workforce-related non-
financial information clearly to financial reporting.

19
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Workforce-related corporate reporting (2/2)

Provides framework for transparent disclosures required by investors

Framework Overview

Examples of Specific Reporting Metrics

a»

Comprises four elements:
Governance and Management
» Board consideration and oversight of workforce decisions
- Policies, procedures, and leadership involvement in
workforce management

Business Model and Strategy

e Contribution of workforce to business model and strategic
objectives

« How workforce investments and development support
competitive advantage

Risk Management

 ldentification of key workforce-related risks/opportunities
and responses
« Prioritization and assessment of risks

Metrics and Targets
« Workforce-related metrics and targets, progress reporting

« Recommended disclosure in a way that connects financial and

non-financial information

Source: Workforce-related corporate reporting

Employment Data

« Workforce composition
(Full-time, part-time, contract employees)

Diversity & Inclusion
« Gender distribution in management; racial and age diversity

Health & Safety
 Injury rates; investments in employee health and wellbeing

Employee Engagement
« Turnover rates; engagement scores; employee satisfaction

Skills & Career Development
« Training hours; investment in educational programs

20
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Initiatives and Published Contents on Human Capital Disclosure:

@ Human Capital Management Coalition (HCMC)

Excerpt from HCMC HP Foundational Human Capital Reporting: Taking a Balanced Approach

Forms of Capitall

Key Criteria for Mandatory Human Capital Reporting

Physical

Capital
(Infrastructure)

Human Capital
(Workforce)

S~

Human Capital is a fundamental asset.

Financial

Capital
(Shareholders)

1. RELIABLE, CONSISTENT, CLEAR and COMPARABLE - Quantitative disclosure that allows for robust
consistency, clarity, verifiability and comparability for efficient collection, analysis and benchmarking

N

. UNIVERSAL - Universally applicable across all companies

w

. TIMELESS — Any company that employs people can collect and report data

4. POINT-IN-TIME - Collectible as of a point in time, similar to traditional financial metrics, allowing for

greater efficiency in collection and reporting

[

. COST-EFFECTIVE TO COLLECT - Companies already collect data requested
— Basic workforce data like payroll & benefits costs tracked using in-house or external service-based HR tools
— U.S. companies already collect diversity data for mandatory EEO-1 reporting

. PROXY FOR MANAGEMENT QUALITY - Taken together, these metrics help investors evaluate the issuer's
human capital management skill and identify human capital risks and opportunities

o

‘ =

Balanced Approach: Four Fundamental Metrics

Requires four fundamental universally-applicable disclosures to anchor open-ended human
capital-related information companies provide under Item 101(c)(1)(xiii) and establish a through-
line with financial statements

The HCMC supports the following four fundamental disclosures:

1. how many workers (including employees and independent contractors) the company
uses to accomplish its strategy;

2. total cost of the work force, presented in a way that evinces a discernable through-line
from the company's audited financial reports to issuer disclosures;

3. turnover, including management's actions to attract and retain workers and how changes
in the ability to attract and retain workers affects the company's performance and
strategy; and

4. diversity data, including diversity by seniority, sufficient to understand the company's
efforts to access and develop new sources of human capital and any strengths or
weaknesses in its ability to do so.

Balanced Approach: Tailored Principles

0 u

B Principles-based disclosures include information that may be more appropriate bosed on a company's
industry/sector andfor business strategy

— For example, companies in the mining indusiry may face different health and safety issues than a hospital, potentially impacting
the metrics companies in each industry measure and monitor

— A tech firm that abandons hardware manufacturing for cloud computing services would need fo retool its recruitment, succession
planning, and talent development processes

P The best disclosures will help investors better understand a firm's human capital management strategy, how this
strategy supports the overall business strategy, and how the company ensures that it is performing against its own
benchmarks and objectives.

P Principles-based disclosures should include metrics related to the following (non-exclusive list):
— Workforce Health & Safety
— Workforce Skills & Capabilities
— Workforce Culture, and Emp
— Human and Labor Rights
— Workforce Pay & Incentives

0 -

Source: HCMC HP Foundational Human Capital Reporting: Taking a Balanced Approach

Effective management and
integration of financial, physical,
and human capital are essential for
long-term corporate value creation.
These three capitals combined serve
as key drivers of corporate growth.

Disclosures required from companies
regarding human capital includes
four fundamental metrics:

@ Employee headcount (by
employment type: full-time,
part-time, contract, etc.)

@ Total labor costs (salaries,
overtime, stock compensation,
retirement benefits, welfare,
training, etc.)

3 Employee turnover rate

@ Diversity data

In addition to these metrics, the
report recommends principle-based
disclosures to help investors
understand how the company's
human capital management strategy
supports its overall business strategy,
and how performance aligns with
benchmarks and objectives.
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Initiatives and Published Contents on Human Capital Disclosure:

2 The Investment Association (1/2)

Excerpt from The Investment Association Long Term Reporting Guidance

This section outlines our members’ expectations as to how companies should report on human
capital and culture.

Human capital and productivity

46. A key driver of productivity is how a company is managing its workforce and whether it is
being deployed efficiently. Our members believe a well-engaged, stable, and trained
workforce is more likely to be more productive and, in turn, be more likely to drive long term
business success.

47. However, there is limited reporting by companies setting out their approach to human capital
management, how it is working to develop a positive operating culture, and of the significant
investments being made to improve the productivity of their workforces over the longer term.

48. We believe that these issues are deserving of more transparency by companies through
enhanced annual disclosures on human capital. Human capital considerations are integral to
our members’ initial decision-making processes and ongoing stewardship activities.

Understanding a company’s approach to human capital management

49. Company disclosures should foster improved investor understanding of the role played by the
company’s workforce in generating sustainable, long term value creation. To achieve this,
within the Strategic Report companies should provide shareholders with a narrative discussion
on:

49.1. The significant investments that the company has made over the past year, and is
planning to make in the next, to improve the productivity of its workforce, including the
outcomes of those decisions where possible;

49.2. The significant opportunities, and principal risks, relating to the company’s approach to
human capital management, and of the strategy adopted by the Board to respond these
issues; and

49.3. The manner by which the workforce is incentivised to be more productive, and how this
approach to motivating the workforce is compatible with the businesses’ long term
strategy.

Metrics to support human capital disclosures

50.

51.

52.

53.

54.

55.

Our members consider that boilerplate statements based on a long-list of reporting metrics
are unhelpful when it comes to understanding a company’s approach to managing its human
capital.

Companies should consider the appropriate mix of quantitative and qualitative disclosures to
help explain its approach to human capital management, and how this creates value.
Companies should develop a combination of both narrative discussion and metric-based
reporting to facilitate investor understanding.

As each company will likely have a different approach to human capital management, our
members acknowledge that is up to companies themselves to determine which metrics best
support the narrative discussion to shareholders.

Having reviewed the requirements of 12 other organisations and bodies and consolidated the
potential metrics that could be used to explain a company’s approach to human capital. As a
minimum, our members have identified the following metrics as being of particular
importance:

53.1. Total headcount — broken down by the division between full-time and part-time
employees, gender, and diversity;

53.2. Annual turnover - including both planned and regrettable turnover;

53.3. Investment in training, skills, and professional development — including the rate of
progression and promotion within the business; and

53.4. Employee engagement score.

In addition to disclosing the headline company-wide figure, each metric should be segmented
by market, geographic location, and/or sector to provide greater awareness of the workforce's
overall composition and stability.

For each metric, companies should provide an explanation for how the figure is calculated
Companies should also provide an explanation of what figures for a particular metric represent
in terms of progress towards broader strategic objectives or productivity improvements.

Source: The Investment Association https://www.theia.org/sites/default/files/2019-06/Long_Term_Reporting_Guidance__v1_.pdf

Paragraph 49 requires companies to
provide strategic narratives to
shareholders on:

@ Investments made (past year) or
planned (next year) to enhance
employee productivity, including
outcomes if available

@ Key opportunities and risks related
to human capital management, and
corresponding strategies

3 Incentives to boost employee
productivity and alignment with
long-term business strategy

Paragraph 53 sets minimum disclosure
requirements for all companies:

@ Employee numbers (by division,
employment type, gender)

2 Turnover rate (planned and
unplanned turnover)

3 Investments in training, skills
development, and professional
development (including promotion
linkage)

@ Employee engagement scores
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Initiatives and Published Contents on Human Capital Disclosure:

@ The Investment Association (2/2)

Excerpt from The Investment Association Long Term Reporting Guidance

This section outlines our members’ expectations as to how companies should report on human
capital and culture.

Human capital and productivity

46. A key driver of productivity is how a company is managing its workforce and whether it is
being deployed efficiently. Our members believe a well-engaged, stable, and trained
workforce is more likely to be more productive and, in turn, be more likely to drive long term
business success.

47. However, there is limited reporting by companies setting out their approach to human capital
management, how it is working to develop a positive operating culture, and of the significant
investments being made to improve the productivity of their workforces over the longer term.

48. We believe that these issues are deserving of more transparency by companies through
enhanced annual disclosures on human capital. Human capital considerations are integral to
our members’ initial decision-making processes and ongoing stewardship activities.

Understanding a company’s approach to human capital management

49. Company disclosures should foster improved investor understanding of the role played by the
company’s workforce in generating sustainable, long term value creation. To achieve this,
within the Strategic Report companies should provide shareholders with a narrative discussion
on:

49.1. The significant investments that the company has made over the past year, and is
planning to make in the next, to improve the productivity of its workforce, including the
outcomes of those decisions where possible;

49.2. The significant opportunities, and principal risks, relating to the company’s approach to
human capital management, and of the strategy adopted by the Board to respond these
issues; and

49.3. The manner by which the workforce is incentivised to be more productive, and how this
approach to motivating the workforce is compatible with the businesses’ long term
strategy.

Metrics to support human capital disclosures

50.

51.

52.

53.

54.

55.

Our members consider that boilerplate statements based on a long-list of reporting metrics
are unhelpful when it comes to understanding a company’s approach to managing its human
capital.

Companies should consider the appropriate mix of quantitative and qualitative disclosures to
help explain its approach to human capital management, and how this creates value.
Companies should develop a combination of both narrative discussion and metric-based
reporting to facilitate investor understanding.

As each company will likely have a different approach to human capital management, our
members acknowledge that is up to companies themselves to determine which metrics best
support the narrative discussion to shareholders.

Having reviewed the requirements of 12 other organisations and bodies and consolidated the
potential metrics that could be used to explain a company’s approach to human capital. As a
minimum, our members have identified the following metrics as being of particular
importance:

53.1. Total headcount — broken down by the division between full-time and part-time
employees, gender, and diversity;

53.2. Annual turnover - including both planned and regrettable turnover;

53.3. Investment in training, skills, and professional development — including the rate of
progression and promotion within the business; and

53.4. Employee engagement score.

In addition to disclosing the headline company-wide figure, each metric should be segmented
by market, geographic location, and/or sector to provide greater awareness of the workforce's
overall composition and stability.

For each metric, companies should provide an explanation for how the figure is calculated
Companies should also provide an explanation of what figures for a particular metric represent
in terms of progress towards broader strategic objectives or productivity improvements.

Source: The Investment Association https://www.theia.org/sites/default/files/2019-06/Long_Term_Reporting_Guidance__v1_.pdf

(Other points mentioned)

46. Productivity Driven by Effective Workforce
Management

47. Insufficient Disclosure of Human Capital
Management Strategies

48. Improved Annual Human Capital Disclosure
Essential for Investors

50. Mere Listing of Metrics Offers Limited Value

51. Combine Quantitative and Qualitative
Information

52. Effective Metrics Differ by Company

54. Disclosures Needed by Market, Region, and
Sector

55. Clarify Calculation and Relevance of Metrics
to Strategic Goals
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AN

Summary of interview

Comments Gathered
from Global
Investors on Human
Capital Disclosure

[Importance of Human Capital Disclosure]

The interviewed investors and investor groups largely agreed that human capital significantly impacts
corporate productivity and innovation, serving as a critical factor in achieving business strategies and
creating value. They also shared the view that human capital has substantial implications for future
cash flows.

[Utilization of Human Capital Disclosure]

Investors evaluate human capital disclosure from both business opportunity and risk perspectives,
integrating quantitative and qualitative metrics into their investment decision models. These factors
directly influence portfolio construction and investment decisions. It was also mentioned that limited
or conservative disclosure could potentially work to a company's disadvantage.

[Disclosure Topics and Metrics of Human Capital Useful to Investors]
Information necessary to understand the overall picture of a company's human capital is expected to

_ be disclosed, regardless of industry or business model. Meanwhile, disclosures that reflect the

uniqueness of specific industries or business models are expected to include details such as the skills
required for employees to achieve business strategy, concrete actions undertaken by the company to
bridge skill gaps, and metrics showing the progress of these initiatives.

[Challenges and Gaps in Human Capital Disclosure]

Companies are expected to provide disclosures beyond a mere mechanical listing of metrics.
Specifically, they are anticipated to disclose metrics alighed with their business strategies, clarify the
context and meaning behind these metrics, compare metrics against targets, illustrate their
relationship with corporate actions, and provide detailed disaggregation of such information.

[Views on Human Capital Disclosure Standards]
Investors have expressed concerns about the absence of human capital disclosure standards that

, meet their needs, highlighting that necessary information is currently not being disclosed. They have

also requested strategy-linked disclosures (aligned with IFRS S1 and (Japanese) Guidance for human
capital disclosure), alignment with SASB industry-specific standards, and improved connectivity with
financial information.

Note: Based on 11 interviews conducted with investors and related associations. The above summarizes feedback and opinions gathered 25

from investors.
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Interview Comment Details (1/5)
[Importance of Human Capital Disclosure]®

Interview Comment Details (By Respondent, In No Particular Order)

Interview Question

Importance of Human Capital Disclosure in

Investment Decisions

In order to implement business strategies that
affect the future cash flows of a company, and
to secure the necessary talent, human capital
management strategies need to be formulated
and executed. In such cases,

is the disclosure of these human capital
management strategies and their specific goals,
as well as the progress towards achieving them,
important for investors’ investment decisions?
With the increasing presence of service-centric
business models based on intangible value, not
limited to business models like manufacturing,
there are opinions that intangible value cannot
be recorded on financial statements, thus
expecting human capital disclosure to
supplement the information not disclosed
solely with traditional financial statements. Do
you have any comments on such opinions?

€
(19

(19
€

(19

(19

€

(19
(19

€

(19

(19
€

Human capital is important because it contributes to a company’s long-term value creation.

Human capital management is critical component in value creation that has a material financial
impact on both short-term and long-term companies’ performance.

Human capital plays an essential role in improving a company's productivity.

It is very important to illustrate how human resources play a role in generating future corporate
value and cash flow, and how a company implements its strategies. Without transparency on policies,
goals, and progress regarding investment in and development of human resources, it becomes
difficult to assess long-term value creation and risk management.

Enhancing employee satisfaction, engagement, and well-being improves the capacity to innovate
within a business, leading to increased corporate revenue through technological advancements and
new product development.

Human capital disclosure promotes investors' understanding of how a company views value creation,
talent, business strategy, risk management, and relationships with stakeholders.

Human capital represents both a risk and an opportunity. If employees are happy to stay within the
company, companies are better able to retain talent and promote talent development.

The workforce is a very significant company’s (intangible) asset.

Investors believe that current financial statements do not sufficiently present information on
intangible assets, leading to their expectation for enhanced human capital disclosures.

Human capital is one of the most pivotal intangible assets in the investment decision-making process,
and understanding the value of such intangible assets has become increasingly important over the
past 15 years.

As companies face the risks of an aging population and a shrinking active population, those that can
attract and retain talent are more likely to secure excellent talent in the future.

Attracting and retaining talented personnel is essential for most businesses.

The importance of human capital is not limited to companies that rely on “highly specialized
workforce.” Human capital and workforce are also important in companies like supermarkets.
However, the skills required naturally differ between technology companies and supermarkets.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 26
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Interview Comment Details (1/5)
[Importance of Human Capital Disclosure]®@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Importance of Human Capital Management
Strategy to Achieve Business Strategy
« What kind of human capital disclosures are

useful for investors to understand the content
of a company's human capital management
strategy, specific goals, and progress when the
company is formulating and implementing this
human capital management strategy to secure
the talent necessary to achieve its business
goals (business strategy)?

1}

19

€

€

1}

19

19

19

Understanding how companies develop their human capital management strategies and link them to their business
strategies, including specific targets and progress, is essential for evaluating long-term value creation. Securing
and developing the necessary talent is directly connected to future cash flows, and therefore, human capital
disclosure is considered to have a significant impact on investment decisions.

Our research also indicates that disclosures of human capital-related information are important for investors. In
particular, understanding how companies align their human capital management strategies with their business
strategies, and how they address future risks and opportunities through talent acquisition and development, is
useful for investment decisions.

In many cases, investors place importance on understanding how human capital management strategies align with
business strategies. Particularly, since human capital management strategies are likely to be directly connected to
a long-term company's success, providing concrete targets and progress can be useful for investment decisions.

An important aspect in investment evaluations is how a company secures necessary talent and sustains employee
motivation over the long term in executing its growth strategies. Disclosing specific talent-related targets and
progress can provide a more accurate outlook on future cash flows.

It is particularly important for companies undergoing business transformation as part of their business strategy to
align long-term business strategies with employee skills. For example, companies that are promoting automation
to transform their workforce into a smaller, more specialized group, or those that are changing their business
models to address climate change, are experiencing various transformations across different industries.
Understanding how business strategies are linked to human capital is beneficial for investors.

It is important to align human capital management strategies with business strategies. For example, to provide
optimal products and services to (diverse) customers, it is necessary to have a workforce composition that reflects
customer diversity. Considering long-term business goals, it is essential to assess long-term talent needs and skill

gaps. This is particularly important due to the ongoing energy transition, making the evaluation of skill gaps crucial.

To achieve the company's business goals, it is important to develop plans for hiring, training, and retaining
employees, ensuring that they have the right people with the right skills at the right time.

It is important to understand how companies and their boards of directors view the alignment between business
strategies and human capital management strategies. Board oversight of this alignment is crucial.

Regarding the board's role in human capital management, some investors have requested that companies ensure
board-level oversight of the content of human capital management strategies and their alignment with business
strategies. Reflecting these opinions, there has recently been a growing trend for companies to rename their
"Compensation Committees” to "Compensation and Talent Committees” or "Compensation and Human Capital
Committees.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 27
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Interview Comment Details (2/5)
[Utilization of Human Capital Disclosures]

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

How are human capital disclosures used by
investors
« How do investors reflect human capital
disclosures in their actual investment
evaluations?(i.e., What advantages exist for
companies with strong disclosures, and what
disadvantages for those with insufficient
disclosures?)
« Beyond investment evaluation, how do
investors currently use (or intend to use)
human capital disclosures?

(Method of analyzing human capital disclosures)

1}

19

19

It is important to disclose human capital in both the initial screening of investment targets and the detailed
analysis (deep dive) of individual companies. During screening, certain metrics are used to select companies for
deeper analysis from a broader pool of potential investments. Metrics such as diversity and turnover rates are used
in this process. In the detailed analysis of individual companies, disclosed information is utilized to examine
companies from a wide range of perspectives, including strategy and governance.

Investors seek to understand how the board and management incorporate considerations related to human capital
management and human rights into their operational processes, what types of skills they intend to invest in, and in
which areas employees’ skills have actually been enhanced.

The lack of disclosure of human capital information poses a risk for companies. When necessary human capital
information is not disclosed, investors tend to assume below-average performance and estimate accordingly for
their investment decisions. Except in cases where the reality is particularly unfavorable, a lack of disclosure often
disadvantages companies.

(Engagement with Companies)

1}

1}

19

It is essential to consider human capital both in investors' investment decision-making and subsequent stewardship
activities.

In our engagement with companies, we typically ask the board of directors the following questions: 'How do the
skills and capabilities within your company align with long-term business strategies? 'If the current skills and
capabilities of existing employees do not align with long-term business strategies, how do you plan to bridge the
gap? Will it be in terms of training and upskilling existing employees, or do you consider your company attractive
enough to recruit new employees with these skills?

To understand intangible assets (not reflected in financial statements), we review information about investments
in human capital, such as training, and employee engagement scores. If the scores for questions like ' Do | feel
there are barriers in the company that inhibit my ability to innovate?' are deteriorating, we ask companies what
measures they are taking to address these issues.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 28
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Interview Comment Details (3/5)
[Disclosure Topics and Metrics of Human Capital Useful to Investors]@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Disclosure items beneficial for investment
judgment, desired disclosure items
« What types of human capital disclosure topics
(e.g., strategy details, specific goals, progress
metrics) are useful for investor understanding?
« What kinds of disclosures, integrated clearly
with financial statements, would investors find
useful? For example, would appropriately
segmented human capital disclosures enhance
investment decision-making?

(Common Disclosure Items Useful for Cross-Industry and Unique Disclosure Items that would be Different based on

Industry and Business Model)

€€ We believe that there should be a set of minimum disclosure items common across all industries and companies. In
addition, disclosures should also include flexible information tailored to each company's unique business model and
strategy, aligned with their specific strategic context.

(Common Disclosure Items Useful for All Industries)

£€¢ Due to differences in business models and individual corporate contexts, it is difficult to uniformly apply specific
metrics across a wide range of companies. However, as understanding workforce composition is fundamental to
investing in any company, we require all companies to disclose certain minimum information, including total
employee numbers and breakdowns, turnover rates, investments in training, skills development, and professional
advancement, employee engagement scores, and detailed breakdowns of these metrics.

€€ Regardless of the type of company, information on employee composition, employee engagement scores, and
cultural signals of the company are always considered. Additional human capital metrics may vary depending on
each company’s circumstances.

€¢ Companies that quantitatively disclose the specific outcomes of their investments in human capital appear highly
credible to investors. Clear disclosures linking specific initiatives to measurable outcomes are crucial in evaluating
the maturity of a corporate culture and human capital management strategies.

€€ We have advocated for the following four minimum disclosure items: (1) Number of employees (including contract
employees), (2) Overall labor costs (including compensation beyond salaries and welfare benefits), (3) Turnover
rate, (4) Basic diversity information. We believe that standardizing such information will make it easier for
investors to compare companies and enable higher-quality analyses.

&6 We have been pushing for foundational information that investors need, such as the number of employees, total
workforce costs including personnel expenses and development costs, turnover rates, and employee composition
data including diversity.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 29
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Interview Comment Details (3/5)
[Disclosure Topics and Metrics of Human Capital Useful to Investors]@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Disclosure items beneficial for investment
judgment, desired disclosure items
« What types of human capital disclosure topics
(e.g., strategy details, specific goals, progress
metrics) are useful for investor understanding?
« What kinds of disclosures, integrated clearly
with financial statements, would investors find
useful? For example, would appropriately
segmented human capital disclosures enhance
investment decision-making?

(Unique Disclosure Items to Reflect Industry or Business Model-specific Characteristics)

1}

1}

1}

19

19

We also seek disclosures related to companies’ human capital management strategies, investments in human
capital, risks and opportunities associated with human capital, and incentives to enhance employee productivity in
connection with long-term value creation.

The most desirable disclosures are those that facilitate investors' understanding of the details of human capital
management strategies, how these strategies contribute to business strategy, and how the company assesses
progress against its benchmarks and objectives.

The most beneficial human capital disclosures vary by industry. Certain industries focus more on talent
development and human resource development strategies, other industries focus more on turnover rates and
employment retention, and other industries emphasize long-term incentives for employees. It varies very much
from business to business.

Human capital is financially material. However, its materiality differs by sector. While both risks and opportunities
are considered, the aspects of human capital that are focused on differ by sector. For example, in knowledge-
based business models such as technology, healthcare, and financial services, human capital management from the
perspective of opportunities for value creation is considered more important. This is because these companies
create value from their people. On the other hand, in industries like the retail sector, where there is a large
workforce and lower wage levels, there is a higher risk of improper human capital management. If employees go
on strike and operations are halted, it can affect production volumes.

Disclosures clearly linking a company's specific actions regarding human capital to measurable outcomes are
especially valuable. For example, disclosures such as "We revised HR policies related to parental leave to reduce
employee turnover, resulting in a decrease in turnover rate by X%" are highly beneficial to investors.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 30
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Interview Comment Details (3/5)
[Disclosure Topics and Metrics of Human Capital Useful to Investors]®

Interview Comment Details (By Respondent, In No Particular Order)

Interview Question

Disclosure items beneficial for investment
judgment, desired disclosure items
« What types of human capital disclosure topics
(e.g., strategy details, specific goals, progress
metrics) are useful for investor understanding?
« What kinds of disclosures, integrated clearly
with financial statements, would investors find
useful? For example, would appropriately
segmented human capital disclosures enhance
investment decision-making?

(Examples of Useful Disclosure Topics and Metrics, in No Particular Order) 1/3
@ Total number of employees and breakdown

1}

1}
19

The breakdown of the number of employees by department, employment type (full-time, part-time, contract,
etc.), and gender is necessary.

Details on the composition of regular and non-regular employees are necessary.

The number of employees by region (if not disclosed, we estimate from sales and other factors), whether the
number of employees is increasing or decreasing, identification of core business segments, and gender diversity
are also required. Understanding these aspects of employee composition helps investors recognize challenges in
talent recruitment and provides deeper insight into the company's business model.

@Turnover Rate

€

1}

19
1}
1}

19

It is important to disclose the context of management views on turnover and retention rates. The appropriate
levels of turnover and retention rates differ between rapidly growing companies and stable ones.

We review metrics like turnover rate over multiple years (e.g., 4 years) to ensure consistency with the company’s
story and to prevent misinterpretations due to external factors and societal changes.

Turnover and retention rates are also useful as general data points for assessing employee motivation.

Ideally, disclosures should differentiate between planned and unplanned turnover.

Understanding whether turnover is voluntary or involuntary helps investors determine if turnover arises from
challenges in retaining employees or if it results from deliberate business strategy.

In some sectors, retention data is also useful. For example, in the retail sector, turnover rates can be heavily
skewed by seasonal workers, making retention rates (the percentage of employees who remain at the company one
year later) more useful. Additionally, we often inquire about situations where the company could not prevent the
departure of talented employees, as well as the voluntary and involuntary turnover rates of such employees.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 31
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Interview Comment Details (3/5)
[Disclosure Topics and Metrics of Human Capital Useful to Investors]@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Disclosure items beneficial for investment
judgment, desired disclosure items
« What types of human capital disclosure topics
(e.g., strategy details, specific goals, progress
metrics) are useful for investor understanding?
« What kinds of disclosures, integrated clearly
with financial statements, would investors find
useful? For example, would appropriately
segmented human capital disclosures enhance
investment decision-making?

(Examples of Disclosure Topics and Metrics Considered Useful, in No Particular Order) 2/3
3 Total Labor Cost and Breakdown

1}

19

19

19

1}

1}

1}
19

1}

1}

As the value of intangible assets becomes increasingly important, detailed human capital disclosures are essential
to bridge gaps left by traditional financial statements. Particularly, investors recognize that a detailed breakdown
including employee salaries, stock-based compensation, and training expenses clarifies the link between a
company's human capital management strategy and financial performance, significantly contributing to investment
decisions.

Disclosing the amount spent per employee and the overall trend of employee costs over several years illustrates
the company's focus on talent acquisition and development. When employee costs are rising, it is critical to
provide qualitative explanations regarding the background and effectiveness of these increases.

It is highly useful to supplement the parts of intangible assets that are not reflected in financial statements
through human capital disclosures. For example, by breaking down personnel expenses, including salaries, stock-
based compensation, and training costs, by employe grade, expense category, business segment, and region, we
can identify which areas are effectively utilizing talent. We believe that this will enable investors to more clearly
understand how investments in human capital contribute to the company's long-term financial performance.
Detailed disclosures of personnel costs are useful. Given their strong connection to financial figures, it is desirable
to disclose these details in financial statements.

A breakdown of salaries and wages, benefits (including overtime pay), additional compensation (such as stock-
based compensation aimed at attracting and retaining talent over the long term), retirement benefits, and welfare
benefits.

The level of employee compensation indicates the level of employee productivity and motivation. Companies
paying higher employee compensation often benefit from greater employee contributions.

It is beneficial to disclose employee compensation broken down by business division and region.

In consumer goods sectors, many workers earn minimum wages, and labor shortages are common issues.
Considering these circumstances, certain countries and companies voluntarily adopt a "living wage" standard that
exceeds minimum wage levels. Living wages are viewed as solutions to various human capital risks, including risks
of operational disruptions.

Disclosures on long-term incentive compensation are also valuable. Linking employee incentives emotionally and
financially to the company's long-term performance enhances employee engagement.

We assess the extent to which stock options are granted to employees across various levels of employees.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 32
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Interview Comment Details (3/5)
[Disclosure Topics and Metrics of Human Capital Useful to Investors]®

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Disclosure items beneficial for investment
judgment, desired disclosure items
« What types of human capital disclosure topics
(e.g., strategy details, specific goals, progress
metrics) are useful for investor understanding?
« What kinds of disclosures, integrated clearly
with financial statements, would investors find
useful? For example, would appropriately
segmented human capital disclosures enhance
investment decision-making?

(Examples of Disclosure Topics and Metrics Considered Useful, in No Particular Order) 3/3

@ Employee Engagement Score

€¢ Regarding employee engagement, disclosing scores and related metrics (such as survey results) over time, along
with presenting future targets, is extremely useful for monitoring the effectiveness of the company's human
capital strategy.

€¢ Employee engagement scores provide insights into areas where improvements have been observed, changes over
time, characteristics compared to industry peers, and what the company values.

€€ Since employee engagement scores are not directly comparable across companies, disclosures should include
multi-year data, and methodologies used for calculating these scores.

(®Human Resource Development Activities

€¢ It is crucial for estimating future cash flows to consider a company's investment in human resources, such as
training and career development programs.

€¢ Disclosures regarding investments in talent development are especially useful when accompanied by explanations
of how seriously the company is committed to enhancing employee skills and the strategies underlying these
efforts.

€¢ Disclosure regarding ‘'investment in human resource development,’ such as the amount spent on training and
development programs and how it is in line with the business strategies, is extremely valuable for investors in
assessing the company's approach to human capital.

€¢ Providing specific metrics and targets related to training and skill development demonstrates precisely how
companies intend to secure necessary skills and talent, greatly assisting in investment decision-making.

€¢ Detailed disclosures covering investments in human capital—not only compensation structures but also training and
development programs—enable investors to more deeply understand a company’s long-term strategies for talent
acquisition and development.

®Well-being

€¢ Employee support programs (such as welfare benefits, workplace environment, childcare facilities, parental leave,
and caregiving leave) are critical for companies aiming to be preferred employers. Many employees, particularly
mature workers, pay close attention to which companies offer superior employee support programs. These
programs are important not only for attracting new talent but also for retaining existing employees.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 33
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Interview Comment Details (4/5)
[Challenges and Gaps in Human Capital Disclosure]@®

Interview Comment Details (By Respondent, In No Particular Order)

Interview Question

Challenges and Gaps in Human Capital Disclosure

« What human capital information is currently
not disclosed, despite clear investor demand?

« Additionally, how should such disclosures be
provided, and what considerations should
companies take into account that are currently
lacking?

(Current Practices in Human Capital Disclosure)

1}
19

€

€

€

19

1}

1}

19

19

19

In general, sufficient human capital disclosure is still rare.

Human capital disclosures vary significantly between companies. In many cases, sufficient disclosure is not
provided.

Even common metrics like the number of employees can have different definitions depending on how the company
considers its employees.

Some investors have expressed that substantial disclosure is lacking if the materiality assessment is left entirely to
the companies even when disclosing human capital information.

Despite clear investor demand for human capital disclosure, current corporate disclosures frequently fail to satisfy
these needs.

Many companies are still in the trial-and-error stage. Some companies end up with dry disclosures by mechanically
listing metrics, resulting in dry and superficial disclosures. We hope for disclosures that convey the underlying
narrative or context.

Many companies disclose metrics without linking them to business strategies or human capital management
strategies, resulting in disclosure for the sake of disclosure. All sustainability disclosures, including human capital,
should be linked to strategy.

Companies rarely disclose how they plan to address anticipated future issues, such as talent development, talent
acquisition, and reviewing the definition of high-performing employees.

Disclosure of targets is important but is often missing. Because it is challenging to encourage companies to
voluntarily disclose targets, establishing standards that require target disclosure is critical.

It is important for companies to take action (implement initiatives) rather than just disclosing information. It is
crucial to disclose what actions companies are taking regarding human capital in relation to their business strategy,
and what they are doing to manage human capital in the short, medium, and long term.

Disclosing only aggregated information is sometimes not useful. Even if we want to know the human capital

information of specific departments that are important for the company's future, such disclosures are not available.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 34
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Interview Comment Details (4/5)
[Challenges and Gaps in Human Capital Disclosure]®@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Challenges and Gaps in Human Capital Disclosure

« What human capital information is currently
not disclosed, despite clear investor demand?

« Additionally, how should such disclosures be
provided, and what considerations should
companies take into account that are currently
lacking?

(Topics and Metrics Missing in Current Human Capital Disclosures)

1}
19
€

€

19

19

19

1}

1}
19

Some companies do not disclose retention or turnover rates.

Turnover rate data is among the metrics most in need of standardized calculation methodologies.

There are significant gaps in disclosures regarding compensation packages. Details such as compensation to retain
high-performing employees, health insurance, pensions, sick leave, and parental leave are often insufficiently
disclosed. Challenges also exist regarding disclosures of wage equality, including gender pay gaps.

Companies frequently fail to disclose the scope of employees who receive stock options.

Employee engagement scores tend to be disclosed only when favorable, yet the qualitative context required to
interpret these scores is usually absent.

When engagement scores are disclosed, there is typically insufficient explanation regarding how companies
interpret these scores in relation to industry peers or internal initiatives.

Disclosures regarding employee training and skills development are insufficient.

Disclosures about costs associated with talent training and development are insufficient. Companies operate
multiple business units and engage in various types of employee development activities, making it challenging to
determine which training programs are most relevant and should be disclosed based on business strategy.
Disclosures related to health and safety are often very high-level and lack specificity.

Corporate integrity is evident through disclosure content. For example, it is natural for global companies to
receive a certain number of internal whistleblower reports, and efforts to create environments conducive to
reporting are crucial. If a global company discloses that no internal reports have been received, this may raise
questions about the company’s transparency and integrity.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 35

Copyright © 2025 by Boston Consulting Group. All rights reserved.



Interview Comment Details (5/5)
[Views on Human Capital Disclosure Standards]@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Comments about Existing Standards and
Frameworks
« Based on previous discussions regarding human
capital disclosures investors require from a
financial materiality perspective, which
existing standards, and Frameworks, or
regulatory requirements and recommendations
related to human capital disclosure do
investors find most useful?
« Additionally, for what reasons do investors
highly value these specific disclosure
requirements?

(IFRS S1 Standard)

1}

19

The content outlined in paragraph B1 to B3 of the IFRS Sustainability Disclosure Standard S1, published by the ISSB,
aligns with the content described in our engagement policy.

Although there is some mention of human capital in the S1 standard (paragraph B3), we expect the ISSB to develop
a more comprehensive individual standard for human capital. The framework of the four pillars adopted by the
TCFD framework and ISSB standards (governance, strategy, risk management, metrics and targets) is highly
valuable, widely recognized, and beneficial for communication. Information on human capital management
strategy is particularly needed. It is necessary to disclose what companies aim to achieve within their human
capital management strategy.

(Integrated Reporting Framework)

19

We have long supported the Integrated Reporting Framework. Integrated reporting contributes significantly to
understanding value creation from resources such as human capital. However, attempting to quantify value solely
on a stock basis may divert attention away from critical aspects like the relationship with business strategy and
opportunities. Therefore, disclosures focusing on flow-based information—such as human capital strategies,
governance, risks, opportunities, and how human capital contributes to the value creation process—are particularly
important.

(SASB Standards)

19

19

Among existing human capital standards and frameworks, the SASB Standards are particularly useful. They are very
prescriptive in what disclosures should be made. In the investment decision-making process, standardized data
sets are important.

Although SASB Standards are useful, they lack sufficient qualitative disclosures accompanying the data. Ensuring
comparability between companies with similar business models is beneficial. However, we do not compare
companies across different industries.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 36
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Interview Comment Details (5/5)
[Views on Human Capital Disclosure Standards]@

Interview Question

Interview Comment Details (By Respondent, In No Particular Order)

Comments about Existing Standards and
Frameworks
« (After explaining (Japanese) Guidance for
human capital disclosure on subsequent
pages)Do you have any comments regarding
Japanese Guidance for human capital
disclosure?

((Japanese) Guidance for human capital disclosure)

1}

19

19

19

We expect the contents of (Japanese) Guidance for human capital disclosure to be shared with the ISSB.
Specifically, there is a statement that “An entity needs to set targets and metrics to monitor the progress of an
entity’s activities toward targets, on the basis of the relationships between workforce investments, human capital
management strategies, and expected outputs, outcomes, and corporate value creation.” Disclosure of the targets
and progress of these initiatives is useful.

As stated in (Japanese) Guidance for human capital disclosure, a clear linkage between business strategy and
human capital management strategy is important, as this makes human capital disclosure financially material. This
is a point we particularly emphasize.

Our impression is that (Japanese) Guidance for human capital disclosure is useful for providing the information
investors seek. The linkage between business strategy and human capital management strategy is extremely
important for making human capital disclosure useful for investment decision-making.

Our impression is that (Japanese) Guidance for human capital disclosure is a very good guidance aligned with the
IFRS S1 standard. It may also be aligned with the UK's Strategic Report guidance.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 37
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Reference: (Japanese) Guidance for human capital disclosure (1/3)

Emphasizing the disclosure of connection between business strategy and human capital management strategy

Overview of Guidance

Guidance Setting Year/Body

Published in 2022 by “the Study Group on Visualizing
Non-financial Information” of the Cabinet Office

Background of Setting Guidance

Growing investor expectations for human capital
disclosure

 Intangible assets have been recognized as the
source of competitive advantage and driving
force for sustainable corporate value creation.
Accordingly, investment in human capital has
been recognized as strategic investment, directly
linked to corporate growth and value creation.

 Investors expect management to explain
companies’ human capital management strategy.

Source: (Japanese) Guidance for human capital disclosure

Basis for disclosure: Business strategy and human
capital management strategy

Approaches for disclosing business strategies
As a basis for disclosure, an entity needs to

« establish management’s vision on investment in
human capital,

« clarify business model and business strategy,
« determine necessary skill set of human resources,

« execute specific measures to hire/develop talent,
and

« set metrics and targets.

Role of the Guidance

Place focus on human capital disclosure in capital
market, on the basis of existing standards and
guidance

38
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Reference: (Japanese) Guidance for human capital disclosure (2/3)
Emphasizing the disclosure of connection between business strategy and human capital management strategy

Key points for human capital disclosure

Expectations for management Approach of human capital disclosure
Clarify expectations for management in relation to Connection between business strategy and human
human capital disclosure capital management strategy
. An entity and its management are expected to * An entity is encouraged to describe the
provide clear and logical explanations on their relationships between its business strategies,
policies, including policies on management and workforce investment, and human capital
key employees, human resource development management strategies (integrated story), based
policies, and policies on improving workforce on existing frameworks such as the Integrated
environment, on the basis of the discussions at Reporting Framework, which clarifies the
the board and management. connection between investment in human capital
« Such policies should be connected to material and competitiveness.
risks and opportunities of the entity, as well as « On the basis of the integrated story, the entity is
long-term performance and competitiveness. In encouraged to provide specific disclosures
addition, the entity and its management should (qualitative matters, metrics and targets).
consider the target to aim at and metrics to
monitor. Disclosure based on “Core contents”

It is effective and efficient to disclose human
capital in line with the four “core contents”
(governance, strategy, risk management, metrics
and targets), which is based on an integrated

story.
39
Source: (Japanese) Guidance for human capital disclosure
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Reference: (Japanese) Guidance for human capital disclosure (3/3)
Clarify Key Considerations for Human Capital Disclosure

Key points for human capital disclosure (continued)

Specific disclosure items Considerations for Disclosure
Setting metrics and targets Entity-specific disclosures and Comparable disclosures
e An entity needs to set targets and metrics to monitor « An entity needs to achieve right balance between entity-specific
the progress of an entity’s activities toward targets, on disclosures and comparable disclosures.
the basis of the relationships between workforce « Entity-specific disclosures are necessary for the entity to describe
investments, human capital management strategies, and and monitor its own workforce investments and/or human capital
expected outputs, outcomes, and corporate value management strategies, whereas, comparable disclosures are
creation. necessary for investors in their cross section analysis.
Examples of disclosure items in widely accepted Financial connectivity
human capital-related standards and frameworks « It is beneficial for an entity to thoroughly consider and analyze
« Workforce investment (e.g., Training hours, Training medium and long term impacts of human capital management
costs) strategy on financial performance, financial position and cost of
- Employee engagement capital. Such consideration and analysis contribute to determine
. Employee turnover (e.g., Turnover rate) effectiveness of the human capital management strategies in
- DEI (e.g., Ratio of employees and management by light gf financial connectlylty. The consideration and gnal'y51s also
attribute) contribute to corporate disclosure and engagement with investors.
« Health and safety (e.g., Number and rate of .
occupational accidents) Segment disclosures
« Compliance and labor practices (e.g., Explanation on |t is beneficial for an entity to determine whether to provide
child labor and forced labor) segment-specific disclosures by business segments or geographical

segments, in addition to developing and disclosing company-wide ,,

Source: (Japanese) Guidance for human capital disclosure human Cap]tal management Strategy'
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Interview Comment Details (5/5)
[Views on Human Capital Disclosure Standards]®

Interview Question Interview Comment Details (By Respondent, In No Particular Order)
Comments about Existing Standards and (Expectations for Developing Human Capital Disclosure Standards)
Frameworks €¢ The absence of clear and specific standards for human capital disclosure results in inconsistent disclosure of even

« Is there any shortcoming in existing human
capital disclosure standards?
If so, what improvements or future responses
do you expect? [{

19

19

1}

1}

1}

the minimum required items.

Human capital remains an emerging field without clearly defined, widely recognized standards, leading to
significant variations in the content and granularity of disclosures among companies. This variability makes it
challenging for investors to integrate human capital information into their analytical models.

We expect the ISSB to prioritize the implementation of IFRS S1 and S2 standards and look forward to their adoption
globally. Following this, we anticipate efforts toward developing dedicated human capital disclosure standards.

Investors believe that the breakdown in financial statements is insufficient. When the income statement is
presented by function, personnel expenses are included in cost of sales, selling, general and administrative
expenses, making it difficult to grasp the overall picture of personnel expenses. It is necessary to expand the
disclosure of personnel expenses and related costs in the notes to the financial statements. Furthermore,
information disclosure regarding human capital should be made in both sustainability disclosures (such as human
capital management strategies) and notes to the financial statements (such as the breakdown of personnel
expenses). In this context, the connectivity between financial statements and sustainability disclosures is
extremely important.

Regarding human capital disclosure, it is expected that combining the S1 standard with the industry-based SASB
Standards will meet the needs of investors. However, it is necessary to review and enhance the current SASB
Standards.

To reduce the reporting burden on companies, it is important for investors and standard-setting bodies to require
companies to disclose consistent items. Therefore, we expect a single standardized disclosure standard developed
by the ISSB.

We strongly hope that the ISSB standards will be applied globally with as few modifications as possible.

Note: The interview comments presented here are English translations of the original interviews, which were conducted in English and subsequently translated into Japanese. 41
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Criteria for Selecting Examples from Mandatory and Voluntary Corporate Disclosures
Criteria based on Global Investor Expectations from Interviews on Human Capital Disclosure

Topics

Example Disclosure

Items

Implications for Investors

Comments Obtained from Interviews

(D Talent portfolio aligned
with business strategy
(composition, employment
type, labor costs)

Quantitative Metrics Corporate Initiatives

«Workforce
composition
(age/gender, by
region/departm
ent), costs, etc.

«Improved
compensation,
working
conditions, and
training, etc.

€€ Since talent management strategies
directly impact long-term corporate
success, clearly disclosed goals and
progress metrics help investors make
informed decisions.

« Assess adequacy of talent for business
strategy and suitability of environment
for maximizing employee potential.

« Assess whether resources are
appropriately allocated.

@ Investments in securing
high-quality talent
(recruitment, talent
development)

Training content,
development
costs/outcomes,
compensation
details, etc.

«Skill-based
learning,
competitive
compensation,
etc.

€ € Securing necessary talent and
maintaining long-term employee
motivation are key factors in
investment evaluations.

«Evaluate attractiveness of employment
environment for recruiting talent.

« Assess adequacy of opportunities for
developing recruited talent.

Q) Diversity, Equity, and
Inclusion (DEI)

«Gender/racial
composition by
region, position;
compensation

*Progress against
targets,
internal/externa
L surveys, etc.

«Assess alignment between diverse talent €€t is useful to set quantitative metrics
utilization and business strategy. (e.g., workforce diversity, turnover

«Verify achievement of workforce improvements) and clearly explain
diversity goals using quantitative metrics.  their alignment with overall business

details, etc. strategy.
«Turnover rates, <Enhanced «Assess penetration of business strategy €€ Disclosing employee engagement scores
@:Z_mployee e:gagement and employee surveys, benefits, regular and culture among employees. and related metrics over time, along with
HINOVELIALES external dialogue, «Evaluate effectiveness of human capital future targets, is highly valuable for
engagement survey-based policies using engagement and Rwomtormg'thte effectiveness of corporate
assessments, etc. PDCA, etc. satisfaction surveys. uman capital strategies.
Incident «Accident- «Evaluate corporate sensitivity and € € An integrated approach—disclosing
(© Employee health and safety numbers, injury  prevention, management of safety risks. business strategy, risk management, and
rates, safety/ encouraging «Assess provision of a safe environment human capital management together—is
compliance violation that enhances employee morale. consistent with our strong preference for

violations, etc.

reporting, etc.

long-term human capital disclosure.
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Corporate Disclosure Examples Overseas Overview
20 Corporate Examples in Relation to Investor Expectations from Interviews on Human Capital Disclosure

Manufacturing Companies Non-Manufacturing Companies

BtoB BtoC BtoB BtoC Financial Services

US ’ ’ohnson w merica
aTeRLR

U e - T T e

il

Note. Selected companies highlighted in interviews and identified from international IR awards (e.g., MSCI Industry Research, Sustainalytics (Morningstar), Bloomberg ESG Services, U.S.
Transparency Awards).
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Corporate Disclosure Examples Overseas Case Summary (1/2)

Company Country Industry  Key highlights
@ a Volkswagen Germa Manufact  Qualitatively describes the Group's HR strategy aligned with the "NEW AUTQ" strategy focused on
Talent g ny urer automotive electrification and digitalization; provides detailed disclosure of current talent portfolio.
portfolio
aligned a GSK UK Pharmace Discloses detailed, time-series data on headcount changes and compensation for employees critical to
: uticals business success.
with
business
e e ING Nether  Financial Positions talent enhancement as a strategic enabler, providing detailed disclosure of current status and
sy lands Services changes in workforce composition, compensation, and development costs.
° TESCO UK Retail Positions employees as essential for achieving long-term strategic goals; provides detailed disclosures on
human capital and future initiatives linked clearly to business strategy.
6 Randstad Nether HR Identifies key human capital topics and KPIs, clearly explaining their impact on talent and related risks and
lands Service opportunities for the business in disclosure material.
e Allianz Germa  Financial Discloses detailed demographic data on approximately 150,000 employees essential for achieving corporate
ny Services philosophy, along with target turnover rates, related talent strategies, and current performance data.
0 SIEMENS Germa Manufact  Discloses detailed information on employee geographic distribution, gender-specific recruitment numbers,
ny urer and other key workforce data, given the importance of talent management in labor-intensive businesses.
@ Germa  Manufact Discloses talent strategies based on "Re-Shape,” "Re-Skill,” and "Re-Charge," including their progress,
e Mercedes-Benz Group n rer alongside business strategies driving automotive industry transformation through electrification and
Investment y ure digitalization.
S . Financial Discloses investments in employees—such as skill enhancement, career development, and benefit
securing ° Bank of America us Servi programs—using quantitative data, based on the belief that securing high-quality talent directly improves
high- ervices services to customers and communities.
quality . . . . :
Food & Discloses emphasis on compensation programs tailored to employee regions and employment types to
talent @ Starbucks us Beverage  attract the best global talent.

45
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Corporate Disclosure Examples Overseas Case Summary (2/2)

Company Country Industry  Key highlights
0 BP UK Energy Discloses detailed data on the framework for achieving DEI, positioning diversity as key to innovation and
strategic execution, along with progress toward these goals.
@ Shell UK Energy Discloses proactive DEI initiatives and detailed performance data, aiming to become the world's most
diverse and inclusive organization.
@ Johnson & Johnson uUs Consumer  Discloses employee engagement through various metrics, initiatives, and outcomes, including alignment
Employee goods between employee awareness and the company's core values ("Our Credo").
engageme . . ) . . . . .
nt and @ HSBC UK Fmanaal Discloses regular employee engagement surveys, including negative feedback, emphasizing the importance
Services of employee voices to creating a better workplace.
Turnover
G Discloses strategies for fostering a culture aimed at improving customer loyalty, including measures of
Vodafone UK Telecom ) A . )
cultural penetration, specific initiatives, and outcomes in enhancing employee engagement.
@ @ GE us Manufact Discloses detailed accident-prevention guidelines and safety performance data, positioning employee
Employee urer safety as the company's highest responsibility.
health and _ _ o
safety Q CATERPILLAR us Manufact Discloses detailed safety management targets and performance, recognizing employee safety as a top
urer strategic priority across diverse working environments.
; Consumer  Discloses proactive information on codes of conduct emphasizing compliance and safety, including content
Unilever UK
goods and outcomes.
@ TotalEnergies France Energy Discloses detailed accident-prevention initiatives and outcomes, positioning employee safety as the highest
corporate management priority.
) Switzer Food & Discloses specific initiatives and outcomes with KPIs to ensure supplier compliance on human rights and
@ Nestle land Beverage labor conditions, aiming to eliminate industry-wide human rights concerns and achieve a clean coffee and

cocoa business.
46
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Corporate Disclosure Examples Overseas Case Summary (1/2)

Company Country Industry  Key highlights
@ a Volkswagen Germa Manufact  Qualitatively describes the Group's HR strategy aligned with the "NEW AUTQ" strategy focused on
Talent g ny urer automotive electrification and digitalization; provides detailed disclosure of current talent portfolio.
portfolio
aligned a GSK UK Pharmace Discloses detailed, time-series data on headcount changes and compensation for employees critical to
: uticals business success.
with
business
e e ING Nether  Financial Positions talent enhancement as a strategic enabler, providing detailed disclosure of current status and
sy lands Services changes in workforce composition, compensation, and development costs.
° TESCO UK Retail Positions employees as essential for achieving long-term strategic goals; provides detailed disclosures on
human capital and future initiatives linked clearly to business strategy.
6 Randstad Nether HR Identifies key human capital topics and KPIs, clearly explaining their impact on talent and related risks and
lands Service opportunities for the business in disclosure material.
e Allianz Germa  Financial Discloses detailed demographic data on approximately 150,000 employees essential for achieving corporate
ny Services philosophy, along with target turnover rates, related talent strategies, and current performance data.
0 SIEMENS Germa Manufact  Discloses detailed information on employee geographic distribution, gender-specific recruitment numbers,
ny urer and other key workforce data, given the importance of talent management in labor-intensive businesses.
@ Germa  Manufact Discloses talent strategies based on "Re-Shape,” "Re-Skill,” and "Re-Charge," including their progress,
e Mercedes-Benz Group n rer alongside business strategies driving automotive industry transformation through electrification and
Investment y ure digitalization.
S . Financial Discloses investments in employees—such as skill enhancement, career development, and benefit
securing ° Bank of America us Servi programs—using quantitative data, based on the belief that securing high-quality talent directly improves
high- ervices services to customers and communities.
quality . . . . :
Food & Discloses emphasis on compensation programs tailored to employee regions and employment types to
talent @ Starbucks us Beverage  attract the best global talent.
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Corporate Disclosure Examples Overseas Case Summary (2/2)

Company Country Industry  Key highlights
0 BP UK Energy Discloses detailed data on the framework for achieving DEI, positioning diversity as key to innovation and
strategic execution, along with progress toward these goals.
@ Shell UK Energy Discloses proactive DEI initiatives and detailed performance data, aiming to become the world's most
diverse and inclusive organization.
@ Johnson & Johnson uUs Consumer  Discloses employee engagement through various metrics, initiatives, and outcomes, including alignment
Employee goods between employee awareness and the company's core values ("Our Credo").
engageme . . ) . . . . .
nt and @ HSBC UK Fmanaal Discloses regular employee engagement surveys, including negative feedback, emphasizing the importance
Services of employee voices to creating a better workplace.
Turnover
G Discloses strategies for fostering a culture aimed at improving customer loyalty, including measures of
Vodafone UK Telecom ) A . )
cultural penetration, specific initiatives, and outcomes in enhancing employee engagement.
@ @ GE us Manufact Discloses detailed accident-prevention guidelines and safety performance data, positioning employee
Employee urer safety as the company's highest responsibility.
health and _ _ o
safety Q CATERPILLAR us Manufact Discloses detailed safety management targets and performance, recognizing employee safety as a top
urer strategic priority across diverse working environments.
; Consumer  Discloses proactive information on codes of conduct emphasizing compliance and safety, including content
Unilever UK
goods and outcomes.
@ TotalEnergies France Energy Discloses detailed accident-prevention initiatives and outcomes, positioning employee safety as the highest
corporate management priority.
) Switzer Food & Discloses specific initiatives and outcomes with KPIs to ensure supplier compliance on human rights and
@ Nestle land Beverage labor conditions, aiming to eliminate industry-wide human rights concerns and achieve a clean coffee and

cocoa business.
49
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(D Talent portfolio aligned with business strategy

Volkswagen

@Qualitatively describes the Group's HR strategy aligned with the "NEW AUTO"
strategy focused on automotive electrification and digitalization; provides
detailed disclosure of current talent portfolio.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded

1937

Head
quarters

Germany, Wolfsburg

Revenue

¥55 T (2023)

Emplo
yees

~680K

Business

Global automotive
manufacturer engaged
in designing, producing,

and selling automobiles.

Offers diverse
products including
passenger,
commercial,
electric, and
autonomous
vehicles.

Source: Sustainability Report 2023

Key Features of Disclosure

Discloses detailed talent strategy and
foundational workforce data supporting the
“"NEW AUTO" strategy focused on
electrification and digitalization.

» Discloses skills and talent strategies
required for changing business
environments.

» Discloses workforce data by region and
employment type, age composition,
turnover rates, etc.

Investor-perceived Benefits

Investors value detailed disclosures of
workforce composition, as they provide a
comprehensive understanding of corporate
human capital and related challenges.
Especially during industry transitions (e.g.,
automotive electrification, digitalization),
disclosures on workforce size and skill gaps
are valuable.

LN
o e

ee Disclosure Examples

Social Responsibility for a New Era of

Sustainable Mobility

The automotive industry is in the middle of a far-reaching
technological transformation in order to live up to rising
societal expectations, international treaties and political reg-
ulations which require targeted decarbonization of products
and business processes. Shifting from the internal combus-

gine to the el drive, digitally the car
with its environment or autonomous driving do not just lead
to corresponding Increases In revenues and higher value-

Tr ion in Human as aFocus
Topic of the Group Strategy

added shares in software and electric mobility;
and electrification s drivers of future technological develop-
ment also increase knowledge intensity in the sector, witha
focus on coding, programming and engineering activities.
This transition will be completed within a decade. This means
the whole world i lyina

The for “people in the isat the
core of our current and future activities in human resources.
However, this responsibility extends beyond this: For the
Volkswagen Group the transformation of the workforce is de-
fined as a focus topic in the Group’s NEW AUTO strategy. We

corridor, at the end of which the role of automotive manu-
facturers and thelr suppliers as employers and the qualifica-
tions needed in the industry will be radically different from
at the start of this process. With our Group People Strategy,
we are setting a course to make this change employee-friendly
and socially acceptable.

have al the topic in our Group-wide People &
Transformation initiative. The Group People Strategy, which
was adopted by the Group Board of Management in 2021
and Is entitled *Transform to Tech,” plays a key role for our

three brand groups. The Volkswagen Groug also continued

Paople i the Transformation KPIs'

unit 2023 2022

Murmber of countries in which the Volkswagen Groupis
active by continent

o =
ey — CR
e i
g e PR
Sy e
o R
= — i am
v am
- T
= e

Total werklorce (of which Volkswogen AG) | GRI 27 number

884025 675805
16067 (120,577 (e

type of work | G127, 2-8

foumber of emplayees inthe Velkswagen Groap by

Clearly discloses
skill shifts amid
automotive
electrification and
digitalization.

Discloses talent
strategy as core to
"NEW AUTO"
strategy.

« Highlights
training
examples for
EV transition.

Fingd-tarm smployess number 27,640 /5%
Permanent employees menbes sse3ss  es0zes
Temporary agency warkers nmmber 297 2sam
Apprentices number 17081 165

In Volkswagen AG. mumber 4374 a452
s e e the Vlkmesgen Group | womery  worny
<20 yesrs ol n% 0312 pana
20-29 yoars o nx 35016 34022
30-39 ysars o0 nx 58048 5ERS0
3049 years o nx a1 ama
50-58 years old n% 35178 34178

Discloses detailed
workforce portfolio.
« Employee
numbers by
region,
employment
type, age, etc.
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(D Talent portfolio aligned with business strategy

GSK

@Discloses detailed, time-series data on headcount changes and compensation

for employees critical to business success.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 2000

Head UK, London
quarters

Revenue | ¥4.6 T (2023)
Emplo ~70K

yees

Business | Global company

developing and
marketing
pharmaceuticals,
vaccines, and
healthcare products.

» Provides innovative
treatments in
infectious diseases,
cancer, immune
disorders, etc.

Source: Annual Report 2023

Key Features of Disclosure

Discloses changes in headcount and
compensation for employees essential to
the company’s business success in its annual
report
« Breakdown of changes in headcount by
function and compensation (e.g.,
salaries, stock compensation) is
disclosed
» Being disclosed in a time series allows
trends to be confirmed, not just
absolute numbers

Investor-perceived Benefits

Disclosing headcount changes by
department/function helps investors assess
strategic priorities; compensation
disclosures clarify competitiveness of
incentives.

Time-series disclosures are valuable for
continuously tracking the effectiveness of
initiatives

A

%« Disclosure Examples

9. Employee costs

Wags and salanes

costs, including M
ased incentive plans
Severonce ond ather costs from ion and activities

6706
818

32
m

8473

The Group provides benefits to employees. commensurate with local practice in individual countries, including in some
d car s nce

healthcare insurance, subsidise schemes and personal life assurar

The cost of share-based incentive plans is analysed as follows:

Shows the trend in
employee compensation,
and in 2023 it increased
compared to 2022,
suggesting an
enhancement in rewards

Manufacturing
Seling, general and administration
Reszarch

542

Total Confinuing Operations

59,130

Discontinued Operations

21292

Total

90422

e Consumer sgsdivesied on8 Jul 2022 and is shown o< D Queiation:

inibe ghove toble

The average monthly number of Group employees excludes temporary and contract staff. The numbers of Group employees ot the

end of each financial year are given in the financial record on page 276.

The compensation of the Directors and senior management (members of the GLT) in aggregate, was as follows:

2023
&m

2022
&m

Wages and salories
Social securty costs

Pension and other post-employment costs
Cost of share-based incentive plans

37
4
1
32

Bl
5
2

28

74

o6

Further information on the remuneration of the Directors is given in the sections of the Annual

@ rem,
audited within pages 143t 149.

| Report an remuneration labelled as

Disclosure of headcount
by function for R&D (R&D)
shows

that the number of
employees in 2022
compared to was
increased in 2023,
indicating a focus on
investment in innovation
is suggested
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(D Talent portfolio aligned with business strategy

ING

©rositions talent enhancement as a strategic enabler, providing detailed
disclosure of current status and changes in workforce composition,
compensation, and development costs.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

’
e
._

LN
o Disclosure Examples

Founded | 1991

Head Netherlands,

quarters | Amsterdam

Revenue | ¥ 3.7 T (2023)

Emplo ~60K

yees

Business | A major international bank

providing financial services
for individuals and
businesses
« Offers a wide range of
services, including
deposits, loans, and
investment products
» Focuses on digital
banking and
sustainable financial
solutions

Source: AnnualReport 2024

Key Features of Disclosure

Based on ESRS as a "workforce
characteristic”, providing a detailed
disclosure of the number of employees and
compensation levels and composition
« Number of employees by region and
employment type
« Turnover rate (compared to previous
year)
« Trends in salaries, stock compensation,
and development costs

Investor-perceived Benefits

By disclosing specific talent strategies along
with employment and compensation trends,
investors can effectively assess the
feasibility of these strategies.

7

\

Our people in mabers. Top four countries

63,930 Employees

Senior manogement gender distribution

Based on ESRS, details about
"workforce characteristics" are

disclosed

«  Expansion from the 2024
disclosure.

« Including basic information
deemed essential by many
investors in interviews:

@ Employee breakdown
@ Turnover rate

3 Compensation

are covered

~\

25 Staff expenses

Staff expenses
in EUR million 2024 2023 2022
Salaries 4906 4559 4165
Pension costs and other staff-related benefit costs 455 418 390
Social security costs 690 635 584

Share-based i 45 31 26
External employees 720 776 738
Education 49 50 47
Other staff costs 319 256 222

7186 6725 6152

Share-based compens:
relating to equity-settl
arrangements were te

Number of employees

Netherlands Rest of the world Total
2024 2023 2022 2024 2023 2022 2024 2023 2022

n arrangements include EUR 45 million (2023: EUR 31 million; 2022: EUR 25 million)
hare-based payment arrangements. Cash-settled share-based payment
ated in 2023.

Total average number of
internal employees ot ful time

equivalent basis 14,821 14449 14488 646,301 44985 43,081 61121 59,434 57,563

Employee compensation details
are disclosed over a span of three

years,

» Overall,increase from 2022
to 2024 amounted to

appro;

ximately €1 billion

Salaries increased by
approximately €0.7
billion

Education costs
increased by
approximately €2
million

52

Copyright © 2025 by Boston Consulting Group. All rights reserved.



(D Talent portfolio aligned with business strategy

TESCO

Orositions employees as essential for achieving long-term strategic goals;
provides detailed disclosures on human capital and future initiatives linked
clearly to business strategy.

m Company Profiles

2 2 o Highlights in Human Capital Disclosure
, & Reasons

Founded

1919

Head
quarters

UK,
Hertfordshire

Revenue

¥9 T (2023/2024)

Emplo
yees

~350K

Business

A supermarket chain
handling a range from fresh
foods to electronics and
pharmaceuticals.

« Developing an online
retail business

in the UK.

« Through Tesco Bank,
also provides financial
services like credit
cards and insurance

Source: Tesco Annual Report 2024

Key Features of Disclosure

Tesco discloses employees as key to achieving
long-term business strategy, committing to
provide necessary skills and support
» In addition to past initiatives, Tesco
clearly discloses future policies for
employee training and development across
the organization with defined timelines.

Discloses detailed human capital investments
» including breakdown of labor costs, pay
ratios, and non-salary benefits.

Investor-perceived Benefits

Investors can easily understand Tesco’s
workforce-related disclosures. While many
companies provide mostly retrospective
data, Tesco clearly discloses forward-
looking information—such as planned
initiatives for the next year and their
strategic alignment—which investors find
particularly valuable.

LN
s

[ ) .
ee Disclosure Examples

Longer term

viability statement.

Assessing the Group’s longer-term
prospects and viability
The Directors have based their assessment of
viability on the Group’s current long-term plan,
which is updated and approved annually by the
Board. The plan delivers the Group’s purpose of
“serving our customers, communities and planet
alittle better every day’ and is underpinned by a
clear strategic focus on creating sustainable,
long-term value for every Tesco stakeholder.
The Group conducts an annual strategic planning
process. comprising a comprehensive
reassessment of progress against the Group's
longside luati

~ Aclear set of financial priorities to deliver
cash profi. free cash flow and earnings per
share growth. underpinned by a robust capital
allocation framework: and

~ Adiversified business portfolio covering retail,
wholesale, insurance, money services and
data science.

Refer to the Group Chief Executive’s review from

page 9 and the Financial review on pages 22 to

29 for further detail regarding the Group's

stratg

.onger-term prospects

the, [ e oBowing tactos are considered bt inthe

ies and risks i

's strategic plan. and in
the longer- lerm of

markel m wmch

sk i
eoch martetisan important input to this process.

~ The principal risks and uncertainties faced by
the Group. g risks as they are

The Group's strategic plan and vi
are both considered over a three-year period, s
this time horizon most appropriately reflects the
dynamic and changing retail environment in which
the Group operates.

Long-term planning process

The long-term planning process builds from the.
Group's current position and considers the
evolution of the strategic objectives over the next
three years Three years s selected as me

identified. and the Group's response to these:

~ The prevalling economic climate and global
economy. competitor activity, market
dynamics and i

— Any structural changes in how customers
shop. additional costs incurred by the Group
and potential macroeconomic consequences.
of inflation due to geopolitical events and
global supply challenges:

~ Opportunities for further cost reduction

if ion and

based onthe pace of change inboththe
competitive landscape and customer shopping
behaviours within the retail sector.

Current position

Our multi-year performance framework. strategic
drivers and capital allocation framework. which
were introduced in 2021, continue to guide

leveraging technology: and
The resilience afforded by the Group's
erational scale.
Assessing the Group's viability
The viability of the Group has been assessed.
considering the Group’s current financial
position, including external funding in place over

actions.
performance framework sets out

period. and after

' Did you know:

In assessing the
Group’s viability, the
Directors have
conducted a robust
assessment of the
principal risks and
uncertainties facing
the Company,
including those that
would threaten its

TITOTET:
future performance,
solvency or liquidity.

Investing in colleagues

The strength of our performance would not be
possible without our brilliant colleagues and the

Clearly discloses
the link between
the company’s
strategic plan
and its future
initiatives.

of the business: to drive top-line growth; to grow
absolute profits while maintaining sector leading
margins; and to generate stable retail free cash
flow each year. The delivery of these objectives
will enable the Group to maintain a strong
balance sheet, invest for growth and deliver
improved returns for shareholders.
Over the past two years, many of our customers
have faced significant disposable income
pressures due to the rising cost ofling. a5

ti sharply.
have focused on supporllng customers through
this time by continuing to offer great value, quality

impact of cer arising from the
Group’s principal risks outlined on pages 30 to 37.

Three ‘severe but plausible’ scenarios have been

work they do day-in and dary -out for cus(omers
some signific M

this year i
parenlal leave, giving UK colleagues access to
virtual GP aopc»mmenu seven days a week, and

elled

would
direct and material impact on the Group. In this
year's assessment. we have combined scenarios
considering supply chain and customer impacts
R 2 :

access Y Tesco.
As the Chair said, our s pay deal offering Tesco
store colleagues £12.02 per hour makes Tesca ane
of the top UK retailers for base pay. in addition to
the breadth of our colleague benefits, and reflects
the vital ibution aur

includes the impact these areas have on each
other. None of the modelled scenarios, either
individually or in aggregate. threaten the viability
of the Group. The hypothetical scenarios
described are also used as the basis for the

service. ing

sustainable growth, supported by:

~ Astrategic focus on driving growth and
continued focus on cost reduction from
simplification of the operating model;

flows which are included in
our impairment of non-current asset sensitivity
analysis. For more information. please refer to
Note 14 of the financial statements.

Clearly discloses
investments in
employees
(health,
workplace
improvements,
enhanced
compensation)
supporting strong
performance.
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(D Talent portfolio aligned with business strategy Randstad

@\ dentifies key human capital topics and KPIs, clearly explaining their impact on
talent and related risks and opportunities for the business in disclosure
material.

- 0lg Highlights in Human Capital Disclosure
lw| Company Profiles :‘@% & Reasons '. : Disclosure Examples

Founded | 1960 Key Features of Disclosure

KPlIs and progress

material topics

Randstad discloses key human capital topics - diversity and inclusive
employment with equal

and KPIs separately for "Talent" (temporary opportunities

Disclose KPIs,

1,730,000 8.4 targets, and

talent placed avg. talent satisfaction score @ p rOg reSS fO r eaC h
(2023:1,910,000) (2023: 8.3)

Head Netherlands. Diemen

employees, etc.) and corporate employees. oo oo - NN topic.
quartel’S « trainin 445 100 O 16% Example.
o For "Talent" Randstad diSClOSeS « other \Agrork-related rights talenttr’ained injuryrate(a.s%ofwolking days) ] . ’
’ (2023: 364,500) (2023: 0.17%) Discloses actual vs.

Revenue | ¥ 4T (2023/2024) diversity and inclusion, working target numbers of

conditions, health and safety, training, . < employees
and other labor-related rights as key e | et poicies e gt receiving training.
E topi e B e vl ol e L - e
m p lO ~ 46 K (0] p] CS. employment]  negativ mpact on e throughlck of equa restment policies - humber of alent score >B0
yees | . i e Disclose business
: :q:al'(lreannst:::io“:o‘n;m:ms rorall zs‘w::s ba?kgfom?:nhﬂ Opportunities,
. . . :‘f&‘ﬁd‘&%&‘?éﬁﬁ"sﬁ?.i@';f;‘:g.%Ei%‘?.%"‘“;:;g’;’.m i S:%}t;z::fmson risks , an dim pac ts
Business | Leading HR solutions e Soana o colonce s e g e N
i m " o for each topic in
working « positive impact by providing secure employment an « HR policies |- talent satisfaction «talent .
company providing Investor-perceived Benefits e [ T a——— TR o relation to the
diverse, customized e L B anms ?— |company’s
. . . work quality and increases acquisition costs. .
services. Disclosures that help investors understand | e e oo | el | e eren ey business model.
«  Offers staffing, how talent strategy contributes to business R e —| Example:
recruitment, strategy, and how companies track progress B gy, prarts Discloses how
> from clients. and injuries
recru]tment prOCGSS aga]nst benCh marks and ObJ ect]\/es are training + positive impact on wellbeing, professional development | - statement of |- training hours + offer training, Con.t'l.nUOUS
. b and employability by offering continuous education commitment |- headcount trained upskilling and
Outsou rcin RPO) . (on both hard and soft skills) and career coaching (training) : spend on training reskilling to traini ng en hances
g ( ) V a lu a b l e opportunities to increase talent retention, v quality monthly average 500,000 talent
. . ° and productivity. length employment bgozg‘z)ga;ldzms t a le n t rete n t_i O n
OUtsou rC] ng Serv.l ces 4 other work- | « potential negative impact on talent’s wellbeing throu = human rights |- number of + awareness score . i
HR consultin g, an d related ightd * xposure to workplace vilence,forced labor and El ol I :"EE;{’:%‘EEEE’:’: of miscondyct work qua li ty , an d

productivity.

training. ) T ’

Source: Randstad Annual Report 2024 54
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(D Talent portfolio aligned with business strategy

Allianz

ODiscloses detailed demographic data on approximately 150,000 employees
essential for achieving corporate philosophy, along with target turnover rates,
related talent strategies, and current performance data.

D Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1890

Head Germany, Munich
quarters

Revenue | ¥26 T (2023)
Emplo ~150K

yees

Business | Leading financial

services company
providing insurance and
asset management.

« Offers property &
casualty insurance,
life insurance,
pensions, and asset
management, etc.

Key Features of Disclosure

Discloses Human Capital Management
strategy objectives and target levels aligned
with corporate values and business strategy.
« Recruit, retain, and develop top talent.
« Promoting fair compensation, health,
safety, and inclusive workplace culture
« Aiming at industry-leading levels.

Discloses key employee data critical to
corporate values
« Employee data by region, gender,
employment type; turnover rates, etc.
Investor-perceived Benefits

Investors can clearly understand workforce
composition from disclosures of employee
attributes.

Disclosure of turnover rates is useful as
metrics of employee motivation, especially
regarding the company's status as a
preferred employer.

Source: Courage to move forward ALLIANZ GROUP Sustainability Report 2023

%N
%.< Disclosure Examples

[ Group People and Culture strategy highlights

*_

“We secure your future” is our corporate purpose and living up to it
starts with our 154,862" (see table “S1-6.1") employees. Our Group
People and Culture strategy is based on fulfilling this purpose and on
our employer value proposition “We care for tomorrow”, staying true
to our brand promise of expressing confidence in tomorrow, and
putting our customers at the center of what we do. This is what drives
our decisions and actions and we do it in line with our people
attributes: Entrepreneurship, Customer & Market Excellence, Trust, and
Collaborative Leadership.

Qur ambition is to be the top employer in the financial services
industry globally. We work to attract top talent and support our
employees on their growth and development journey, delivering a
strong business impact and making a positive social contribution
wherever we operate.

o—

Employee headcount’, broken down by gender (51:6.1)
(516)
b of

Taoee Aol Owamber oo o
200 " 4

7310 o303 s

‘with at least 10% of Allianz's total number of employees (51-6.2)

Discloses to
investors its
aim to become
a top employer
in the financial
industry within
its talent
strategy
disclosures.

Poumbar of
iyl

........

Discloses
detailed
employee data
by gender,
region,
department,
and
employment
type, etc.
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(D Talent portfolio aligned with business strategy

SIEMENS

@Discloses detailed information on employee geographic distribution, gender-
specific recruitment numbers, and other key workforce data, given the
importance of talent management in labor-intensive businesses.

D Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1847

Head Germany, Munich
quarters

Revenue | ¥11.3 T (2023)

Emplo ~310K

yees

Business | Design, manufacture, and

sale of a wide range of
technical solutions for
transportation, industry,
power, and
telecommunications
e Industrial
automation
« Smart infrastructure,
etc.

Key Features of Disclosure

Siemens ensures transparency by providing
detailed global disclosures on employee
distribution, recruitment in each region,
and turnover.

Investor-perceived Benefits

By disclosing detailed global data, investors
can clearly understand how Siemens
prioritizes and manages its workforce.

The data also helps investors assess regional
relevance of Siemens’ business strategy,
workforce cost efficiency, and pinpoint
regions with high hiring and turnover rates.

Source: Siemens Sustainability Report 2023

)

o

e
o

Disclosure Examples

Providing detailed annual
disclosures on the number
of employees by region,
recruitment numbers by
region and gender, and
employee turnover
rates,ensuring high
transparency in workforce
management.

For turnover rates, the
breakdown between
voluntary and involuntary
turnover rates is disclosed.

Discloses employee
numbers by employment
type and age, using clear
definitions and benchmark-

friendly formats.
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@ Investments in securing high-quality talent

[ Mercedes-Benz

Group

©Discloses talent strategies based on "Re-Shape,” "Re-Skill,” and "Re-Charge,"
including their progress, alongside business strategies driving automotive
industry transformation through electrification and digitalization.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1926

Head Germany, Stuttgart
quarters

Revenue | ¥27 T (2023)

Emplo ~170K

yees

Business | Design, manufacturing,

and sales of
automobiles

« Focusing on
providing luxury
cars, commercial
vehicles,
and electric
vehicles.

Source: Sustainability Report 2023

Key Features of Disclosure

Integrates Human Capital Management strategy
into business strategy, disclosing initiatives
structured around three pillars:

» Re-Shape: Building future-oriented
structures for electrification
and digitalization.
Supporting employees in
acquiring skills required for
new roles and tasks.

» Re-Charge: Offering flexible, attractive
working conditions to recruit
and retain skilled talent.

e Re-Skill:

Investor-perceived Benefits

Investors can understand how Mercedes
Group implements talent strategies in
response to industry changes and integrates
them into its business strategy.

Detailed disclosures of training, recruitment,
and retention programs enable investors to
assess Mercedes Group's adaptability to
future industry transformations.

%N
%.< Disclosure Examples

- “Re-Shape” supports the future-ocriented positioning
of the Group with regard to electromobility and digiti-
sation.

- The aim of "Re-Skill” is to ensure that employees are .

equipped with the necessary know-how for future
activities and tasks.

- With “Re-Charge”, the Mercedes-Benz Group is pursu-
ing the goal of retaining trained specialists in the
Group through attractive, modern and flexible work-
ing conditions and an inclusive, trusting corporate
culture, and attracting new talent as an attractive
employer.

Discloses three
talent strategy
pillars for adapting
to electrification
and digitalization.

Building digital skills
When training its employees, Mercedes-Benz Group AG
focuses on qualifications that are crucial for the suc-
cessful i ion of the i busi;
strategy and digitisation of the company. These above
allinclude experts who develop and design data-based
products and processes. As part of the “Data Worker
Project”, a total of 277 administration and production

employees from 22 countries have qualified as special-|
ists in data and artificial intelligence (Al). The partici-
pants in the four learning paths designed by

Mercedes-Benz Learning for the qualifications of Data

Product Owner, Data Analyst, Data Engineer or Data
ienti the ificati with

correspondingly recognised certificates.

Discloses provision
of Al learning paths
and employee

certification support

Discloses training
investment and
hours as metrics of
progress and
performance.

Tn 2023 the Group had an average active workforce of
168,336 employees (including holiday workers) world-
wide:

- €13,848 million for wages and salaries

L her 1l
t onthe orl - €2,376 million for social security
rask - taking inte aceount e.g. knowledge and ability,

ibility and scope for s k - and, if

applicable, the person's performance, but not on gen- - €409 million for pensions

Discloses
compensation
decisions based on
local market
conditions and
benchmark data to
recruit and retain
skilled talent.
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@ Investments in securing high-quality talent

7Bank of America

QDiscloses investments in employees—such as skill enhancement, career development,
and benefit programs—using quantitative data, based on the belief that securing high-
quality talent directly improves services to customers and communities.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
2@% & Reasons

Founded | 1782

Head US, North Carolina
quarters

Revenue | ¥1.5T (2023)
Emplo ~21K

yees

Business | A global financial

institution providing a

wide range of financial

services

« Offers banking,

asset management,
investment banking,
credit cards,
lending, and various
services for
individuals and
corporations.

Source: Annual Report 2023

Key Features of Disclosure

Discloses the importance of investing in
employees to enhance customer and
community services.

« Positions talent acquisition and career
development as foundations for
improved service quality.

Highlights investments in career support
and skill development through specific
metrics.

Investor-perceived Benefits

Clear disclosure of objectives enables
investors to assess appropriateness of
employee investments and programs.

Disclosure of specific metrics and outcomes
helps investors evaluate program
effectiveness and employee development
progress.

LN
%< Disclosure Examples

Attracting exceptional talent

Building a strong pipeline of talent means finding candidates who

clients and c ies. This spans prog
hiring through more senior-level recruiting.

from entry-level

are committed to our purpose and have a passion for serving our }

Students join us from more than 400 universities for entry-level
opportunities through our highly competitive campus program.
As part of our commitment to a diverse and inclusive workforce,
we hired from more than 30 Hispanic-Serving Institutions and
Historically Black Colleges and Universities. In addition, we've

developed partnerships with 34 community colleges to collaborate

on a career readiness curriculum for careers in financial services
and connect to diverse talent.

Supporting career development

tritittete 127K+

p

Part of th wvestment make in our teammates is to hell
LR R R AR 1§ Bt
o e
© @
6.7M+ 22K+
hours of teammate Mnﬁn-m::
=
&) =
S <
62K+ 940K+
B

2023 employee training hours

ag & hours by seg
Per person

Emphasizes that
securing
exceptional talent
directly improves
services for
customers and
communities,
playing a key role in
achieving the
company’s goals.

.(e.g., training

12 @
32

Women

Men

31

Discloses career
support and skill
enhancement
clearly using
specific figures

content, average
training hours and
expenses per
employee)
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@ Investments in securing high-quality talent

Starbucks

@Discloses emphasis on compensation programs tailored to employee regions
and employment types to attract the best global talent.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1999

Head US, Seattle
quarters

Revenue | ¥6 T (2023)
Emplo ~380K

yees

Business | Café chain serving

coffee, beverages, and
food.

« Operates stores
globally, offering
diverse menu
items centered
around high-
quality coffee, tea,
pastries, and
snacks.

Source: Global Impact Report 2023

Key Features of Disclosure

Discloses compensation programs aimed at
attracting top talent and enhancing employee
motivation and engagement.

» This is based on their belief that
supporting employee mental, physical, and
financial wellness promotes corporate
growth and sustainability.

Discloses detailed, comprehensive employee
benefits designed to meet diverse employee
needs.

» Provides region-specific benefits tailored
to local contexts, such as those in Japan,
the UK, and China.

Investor-perceived Benefits

Disclosure of compensation programs clearly
indicates management intentions to secure
high-quality talent and reduce turnover.

Regional disclosures help investors assess
Starbucks' adaptability in global markets.

%N
%.< Disclosure Examples

Discloses enhanced
compensation
programs to attract

top talent and
emphasizes
improvement of
customer experience.

Discloses ongoing

investments since
FY2022 in hourly wage
increases and
enhanced benefits,
highlighting positive
impacts on turnover
rates.

Discloses localized
benefits beyond the
U.S., such as wage
increases in Japan and
the provision of
unique healthcare
programs.

Y
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@Discloses detailed data on the framework for achieving DEI, positioning

BP

diversity as key to innovation and strategic execution, along with progress
toward these goals.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1909

Head UK, London

quarters

Revenue | ¥ 33 T (2023)

Emplo ~80K

yees

Business | Global energy company

engaged in exploration,
production, refining,
and marketing of
energy products.

« Supplies oil, natural
gas, and lubricants,
with a focus on
renewable energy
and low-carbon
solutions.

Key Features of Disclosure

Emphasizes DEI to attract top talent, boost
creativity, and strengthen client relationships.

Discloses targets and performance data on
gender ratios by job level, aiming to correct
organizational diversity imbalances.

Defines a unique action framework.

o Transparency: Ensures clear disclosure
of information.

Tracks progress and
drives goals through
actions.

Attracts and develops
diverse talent.

Investor-perceived Benefits

» Accountability:

o Talent:

Quantitative and detailed DEI disclosures help
investors understand the company's future
growth potential.

Detailed disclosure of numerical targets enables
investors to track progress and evaluate the
company's execution capability.

Source: Diversity, Equity and Inclusion Report 2023, bp Annual Report and Form 20-F 2023,

°

g

e
°

o Disclosure Examples

Our DE&I aims

e Create an environment where everyone can
be themselves, feel safe and reach their
full potential.

» Value difference, listen to every voice and
nurture talent.

To be successful, we must cast the widest

net to attract the best and brightest talent for
today and the future. We also know that divers
teams are more creative, make better business
decisions and are better equipped to engage
with customers and other stakeholders.

® Have zero tolerance to discrimination of

v Kkind
¢ Reflect the societies where we operate.
® Understand consumer and stakeholder
perspectives globally.
e Embrace diverse perspectives that help us
innovate and progress towards achieving our
purpose, strategy and sustainability frame

Our framework for action

We continue to use our global framework for
action to plan, deliver and measure DE&I initiatives.
The framework is built around three principles:
transparency, accountability, and talent.

Discloses DEI
initiatives as key
to attracting
talent, improving
business
decision-making,
and fostering
good client
relationships.

f Gender in bp

— =50
=="0_0

Defines an action
framework for
promoting DEI.

Discloses
detailed targets
and results by
leadership and
region (e.g.,
gender equality).
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MDiscloses proactive DEI initiatives and detailed performance data, aiming to
become the world's most diverse and inclusive organization.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1907

Head UK, London
quarters

Revenue | ¥51 T (2023)
Emplo ~100K

yees

Business | Global company

developing, producing,
refining, and marketing

energy and chemical
products.

Provides diverse
energy solutions
focused on oil,
natural gas,
electricity,
renewables, and
hydrogen fuel.

Source: Sustainability Report 2023

Key Features of Disclosure

Clearly discloses DEl initiatives and detailed
performance data.
« Discloses specific goals and progress,
emphasizing gender, racial/ethnic,
LGBT+, and disability inclusion.

Provides transparent quantitative data and
roadmap to achieve targets
« e.g., aiming for 35% women in senior
leadership by 2025

Investor-perceived Benefits

Investors can understand that Shell's DEI
initiatives aim to enhance business
sustainability by respecting diversity among
customers and suppliers.

Detailed time-series disclosures of goals and
performance metrics allow investors to
monitor progress and evaluate execution
capability.

o
'..' Disclosure Examples

Shell

Diversity, equity and inclusion

Ourvision is a bold one — to become one of the most diverse and inclusive organisations in the world. A place where everyone — from
employees to our customers, partners and suppliers — feels valued, respected and has a strong sense of belonging.

We have set clear goals for diversity, equity and inclusion (DE&I) and monitor these regularly. Our CEO and Executive Committee are
accountable for progress. Detailed information on progress against our DE&I aspirations can be found at shell.com/DEI.

+

Gender
As of December 31, 2023, 42% of Shell pl's Board members were
the Chief Financiol Offcer, is held by a woman. Representation of
2023, from 22% in 2022. As of January 1, 2024, we have more:

en, compared with 55%in 2022. Additionally, @ senior Board position,
the Executive Committee rose to 43% at the end of December
‘men on our Executive Committee.

v rking jing 3. i e ship posit by 2025 and 40% by 2030. At the end of 2023, 32% of
senior leadership were women, up from 30% in 2022

1n 2023, 38% of experienced hires were women, compared with 40% in 2022 Our graduate hires have consistently been 48% or 49% women
since 2019, against our 50% ambition. In 2023, 40% of our graduate hires were women, compared with 49% in 2022.

Our overall representation of women in Shell was 35% at the end of 2023, compared with 33% in 2022.

Race and ethnicity

i ond Gt i " T T 2 e e herawe
work.

At the end of 2023, Shell plc" b h y i /, which ds the UK's

recommendation of at least one. In addition, one of our Executive C bers selfid being from o @
In support of the 2023 Pa sions, by 2027, Shell s to achieve 1 inits senior
‘management [A].

dentie o Ason, Bloc, Mied/muple,

LGBT+
We are working to advance lesbian, gay, bisexual and transgender plus (LGBT+) inclusion within Shell and th
ol i h le feel included, regardless of sexual orientation or gender identy.

d as an "Advocate® in the Pride Globl benchmark, which is
Inthe USA, we have received a 100%
rded ¥ 2016,

‘We benchmark our initiatives externally. In 2023, Shell
the highest k 4 d

Sacade
ights Campaign Foundation's Corporate Equality 2023

Disability inclusion and enABLEment
We aim !
d adi.

th disabil el
careers with Shell, includir

peopl ing the
d personal and professional devel

Discloses vision
to become "one
of the most
diverse and
inclusive
organizations in
the world,"”
respecting
everyone from
employees to
customers,
partners, and
suppliers.

Exvmst, ety ond lchsion (.

Discloses specific
numerical
targets

Discloses trends
over time in
gender ratio
performance
against various
targets.
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" Johnson &
@ Employee engagement and Turnover rates eRnson

®Discloses employee engagement through various metrics, initiatives, and
outcomes, including alignment between employee awareness and the
company's core values ("Our Credo").

2 2 o Highlights in Human Capital Disclosure

i ) o
D Company Profiles 2@% & Reasons %.< Disclosure Examples
Founded | 1887 Key Features of Disclosure
Discloses qualitative details of employee Employee engagement o Discloses _
Head US, New Jersey engagement initiatives along with e e, e Q;Jif\ll_ttétlt‘{e details
ter ’ quantitative metrics, such as participant S % | |of Intuatives
quarters aumbers. 5 e (employee selssmns,
EEEDETTTTTTTY s e ST surveys, employee
Revenue | ¥14 T (2023) Conducts and discloses results of employee P en e recognition,
engagement surveys aligned with corporate | = =ssmemeemes ;;;"“W"’” ;:% — promoting women
values ("Our Credo"), reporting scores on P e et o TREmes — in STEM), along
Emplo ~130K key items e | == - with quantitative
yees X . . | === 8% _ metrics such as
« Surveys conducted in 76 countries and et e = participant numbers
. . . regions, in 36 languages, providing a === | 85% __ 86% |
Business | Engage in pharmaceutical . . == b
. ; global organizational overview. | o ) e
and medical device . .
businesses. Investor-perceived Benefits
« Pharmaceuticals: . Main items on
Employee engagement disclosures are
Immunology, use?ulyfor invges%ors to verify alignment engagement survey
infectious diseases, bet te missi y dg l scores are disclosed.
neuroscience, etc. etween corporate mission and employee
« Medical Devices: awareness.
Orthopedics, The set of qualitative information and
surgery, quantitative data (e.g., survey results) is
ophthalmology, etc.  useful, as it clarifies alignment with
business strategy.

Source: 2023 Annual Report, 2023 We All Belong 62
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@ Employee engagement and Turnover rates

HSBC

@Discloses regular employee engagement surveys, including negative feedback,
emphasizing the importance of employee voices to creating a better workplace.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
. & Reasons

\ ., Disclosure Examples

Founded | 1865

Head UK-London

quarters

Revenue | ¥10 T (2023)

Emplo ~220K

yees

Business | Global financial services

group providing retail
banking, corporate
banking, asset
management,
commercial banking, and
investment banking.

« Offers deposits,
loans, investments,
trade finance, and
insurance, etc.

Source: Sustainability Report 2023

Key Features of Disclosure

Emphasizes the importance of listening to
employee voices to create a better
workplace.

» Discloses a clear policy of valuing each
employee's voice as the basis for
detailed data disclosures.

Provides detailed data on key employee
engagement areas, including negative
feedback.
« Year-over-year scores, benchmark
comparisons, and comments
Investor-perceived Benefits

Investors can understand the intention
behind comprehensive employee surveys.

Disclosing survey results, including negative
feedback, increases corporate transparency
and trust.

Listening to our colleagues

Listening to our colleagues is an essential

part of building a healthy workplace at HSBC. ¢

We capture employee feedback in a variety
of ways to understand how our colleagues
feel about HSBC and to help us improve the

employee experience.

Index Score! 2022 up tha index

1 am peoud 10 say | work for this company.
Right now, |

cant

as 3 great place owork.

lh—i'fmu}:mmamamw-ﬁ'-omrumm

Suategy  78% 43 45 [|hawacs

1.am seeing the positive impact of our swrategy.
e confident sbout this company’s fut

Leadecsnwmsec positive example.

Emphasizes that
listening to
employees is
essential for
management to
build a healthy
workplace
environment.

Discloses detailed
year-over-year
and benchmark
comparison scores
in eight key areas.

relating to bullying, harassment, discrimination
and retaliation. Where the concerns were
substantiated following an investigation,
appropriate action was taken, which included
termination of services, where appropriate.

In 2023, 38% of concerns raised were either
partly or fully substantiated and 24 colleagues
were dismissed in relation to bullying,

harassment, discrimination or retaliation.
\

Seven of our eight Snapshot indices improved
in 2023, while our change leadership index
remained static. Our headline measure

of employee engagement captures how
employees feel about HSBC: whether they
are proud 1o say they work here, whether they
would recommend working at HSBC, and
how motivated they feel to do their besl work.
Employee engagement increased by th

scores showed that engaged calleag jes are
more likely to feel positive about ther career,

text responses also showed that training and
progression opportunities was the most cited
rrrrr for recommending HSBC, followed by
our approach 1o flexible and hybrid working
and the strength of our management.

par ZDZZ and
seven Der:eane points above the exieral
financial se hmark. Our employee
sl ndm(, TR Toaasiraa B employees
feel about their day-to-day work, increased
by four percentage points to put HSBC four

) points shead of the industry benchmark.

Ne 1o focus
around pay and benefits but were mentioned
less than in 2022. For further details of our
approach to being a great place towork,
including pay transparency, see

page 81

T_

I&nubmmwuummmwem iness.
] opifion *
Speakup  76% 41 [ [t genul 5
e fear o
| trust my direct manager.
= o L 2 | trust semor leadership in my area.
| Where | work, pecple fairly.
Career 1% 43 +6 |feel objectives at .
My line manager actvely support
nckasion | 70% a2 2 rlwaw\mmdbdomwmleam,
~ u..:
Kwslmydnu
Where | work, peapieueuanm!uu
— — of negatve
( —)
In 2023, we had a total of 834 concerns raised Vitiavemployees od g Anstysiof the fay e aloLcenganemen

Also discloses
negative
information (e.g.,
harassment
dismissals, critical
comments on
benefits).
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@ Employee engagement and Turnover rates

Vodafone

P Discloses strategies for fostering a culture aimed at improving customer
loyalty, including measures of cultural penetration, specific initiatives, and
outcomes in enhancing employee engagement.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
. & Reasons

[ 1 . .
ee Disclosure Examples

Founded

1984

Head
quarters

UK-Berkshire

Revenue

7.5 T (2023)

Emplo
yees

~90K

Business

Global
telecommunications
provider offering
diverse services

« Mobile

communications,

Fixed-line

communications,
and loT solutions,

etc.

Key Features of Disclosure

Discloses the "Spirit of Vodafone" cultural
initiative (PDCA cycle) to enhance customer
loyalty, aligned with its corporate purpose:
“enable a more prosperous digital society."

Conducts and discloses results of "Spirit
Beat," a semi-annual employee survey,
measuring employee engagement and
cultural alignment.

Investor-perceived Benefits

By disclosing corporate culture and
quantitative measures of its penetration,
investors can assess employee alighment
and organizational effectiveness.

Employee engagement disclosures are
useful when quantitative survey scores are
supported by qualitative explanations
showing strategic relevance, improvements,
and year-over-year comparisons.

Source: Vodafone Group Plc Annual Report 2024

Our purpose is to connect for a better future. We aim to create a
digital society where everyone can thrive. The digital society that we
help to enable makes communities more prosperous and resilient.
However, we must seek to ensure that everyone is included, and that
progress does not come at the cost of the planet. This is why we plact
Empowering People, Protecting the Planet, and Maintaining Trust at
the heart of our business, guiding everything we do. Our purpose is
championed by our Board, which is collectively responsible for the
oversight and long-term success of the Company. It is aligned with
our culture and our strategy, placed at the forefront of our decision
making and strategy development, and the Board considers how the
initiatives progressed by management throughout the year have
advanced our purpose. Board oversight ensures that continued
product development realises our ambition to connect for a better
future.

The ‘Spirit of Vodafone’
Our culture — the ‘Spirit of Vodafone’ — outlines the beliefs we stand
for and the behaviours that enable our strategy and purpose

We foster our culture by developing behaviours that reinforce our Spirit,
investing in leadership development to role-model our beliefs, and
ensuring systems, processes and milestone activities are aligned with
the “Spirit of Vodafone'. We measure our progress and identify where to
take action via a bi-annual employee survey called ‘Spirit Beat’ In our
latest Spirit Beat survey in April 2024, we had an 88% response rate and
strong scores in engagement, connection to purpose, and Spirit.

Spirit Beat surveys

April2024  May2023

Values and culture
The Boa a has a critical role in senng the tone of our ugamset»cn ar!d

50 Tore Do
lMyeaar\dn:(eueduDda:esmSpmoWodaVone intiatives.

including ‘Spirt of Vodafone' Days, bi-annual Spirit Beat surveys, the
qlobal pulse survey and surveys shared with new hires and leavers.

The cultural climate in Vodafone is measured through a number of
mechanisms including policy and compliance processes, intemal
audit. and formal and informal channels for employees to raise
concems. The Latter includes our Spirtt Beat survey and our
whistieblowing programme, Speak Up, which is also availabie to the
contractors and suppliers working with us. The Board s apprised of
any material whistleblowing incidents.

Alongside

. and thes to

Emphasizes that the
"Spirit of Vodafone"
aligns with its
corporate purpose and
business strategy,
thereby enhancing
employee motivation
and productivity.

The ‘Spirit Beat’ survey measures our progress on culture change with
afocus on supporting employees to deliver our priorities of
Customers, Simplicity and Growth through Spirit. The Spirit Beat
results show that teams are becoming more engaged, connected to
our strategy, and have clarity on their goals. Managers who act on
Spirit outperform those who do not take action by 20 points ca Team
Spirit index and 26 points on Engagement. We support our managers
10lead with Spirit and continue to take action on survey results

tr In
November 2023, aver 900 managers attended training on taking
action on Spiit.

employee listening strategy penthe
connection between employee and customer experiences. As
Vodafone transforms, we use pulse surveys to measure the
understanding of our strategy: between June and September 2023,
845 of teams understood and B0% were connected to our strategy.
Onboarding feedback shows new hires are connected to our strategy
and 87% reflect Spirit behaviours, while B4% positively rated their
onboarding experience. Feedback shows that 69% of leavers would

[Engagement 75 75
Purpose 88 88
Team Spirit Index' 85 84
Response rates 88 88
Note:
1 e view o the Spiit

of Vodafone' and tak sours t allows derstand

we
I customers, and the communites in which we operate.

Vodafone as a great place to work.

To improve customer experience, we have deepened our
understanding of our frontline colleague experience, Spirit Beat
results from April 2024 showed the Engagement score was 75% and
Team Spirit Index 85%. Outsourced contractors who serve our
customers also had an opportunity to participate in Spirit Beat' 65%
responded, an increase of nine percentage points from May 2023,
Insights obtained have been used to inform our overall customer
action plan, designed to improve the frontline and customer experience.

“Spirit of Vodafone Day takes place once a aqu warter with dedicated
time to focus on c 1g with our customers. Dy

teamning hours increase on average by two times compared to other
days in the year. Empioyees use the Sprit of Vodafone Day'to connect
with the customer experience through customer-focused leaming and
local activities.

Discloses detail scores
and response rates
(88%) of the semi-
annual "Spirit Beat"
employee survey
measuring engagement
and cultural alignment.
Also provides
qualitative
explanations on
implications of score
improvements,
changes from previous
periods, and initiatives
to enhance scores.
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(B Employee health and safety

MDiscloses detailed accident-prevention guidelines and safety performance data,
positioning employee safety as the company's highest responsibility.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
2@% & Reasons

Founded | 1892

Head US, Boston

quarters

Revenue | ¥11 T (2023)
Emplo ~130K

yees

Business | Diversified technology

company providing
products and services
primarily in energy,
aviation, and healthcare.
« Advanced
technology solutions,
including power
generation
equipment, aircraft
engines, and
medical devices.

Source: Sustainability Report 2022

Key Features of Disclosure

Clearly discloses employee safety as the
highest priority, emphasizing a culture
focused on accident and injury prevention.

Transparently discloses specific safety data
with year-over-year comparisons to clarify
progress.
« e.g., injury rates, lost-time rates,
fatalities...

Investor-perceived Benefits

Through detailed disclosures of policies and
data, investors can evaluate GE’s risk
management capability in employee
safety—a critical issue for manufacturing.

)

o

e
o

Disclosure Examples

GE

LEADING WITH SAFETY

rulti P "ﬁtyin every busi at every site, is to make sure
that anyone who works for GE or does work on our behalf goes home safely
al

t the end of the day.

In 2022, we made important strides in improving our safety performance
and continued to drive a culture of safety. We experienced a collective
20% reduction in our injury and illness total recordable rate, further
contributing to an overall downward trend over the past decade. In
addition, the decrease in non-fatal serious incidents was significant for
GE, going from 10 such cases to two. All of our key safety performance
indicators compare favorably with U.S. Occupational Safety & Health

Administration benchmarks.

Safety

Clearly discloses that
ensuring employee
safety across all
businesses is GE’s
ultimate responsibility.

Injury & lliness Total Recordable Rate*
Days Away from Work Incident Rate?

Fatalities — Employees (count)®
Fatalities — Contractor Workers (count)*

Transparently discloses
specific metrics such as
injury and illness rates,
lost-workday rates, and
fatalities (employees
and contractors).

 basad on

OSHA recordabilty criteria

200,000 hours anaualy

' GEsmployoss,

GE's Life Saving Principles (LSPs) illustrate critical to
strengthen our defenses when performing high-risk work
activities to prevent potentially severe events and injuries.
Th i are never to be i All

and d expected to
stop work if they have any concerns about the task they are

ing. These LSP ly and in

St O BEF O
P e
\ 3
32 RAS q ”ep L
1 ! o—

more than iidely available,

our operations, and are used to orient our contractors and
partners to GE's most fundamental expectations.

Sample of GE's Life Saving Principles posters
availoble in several languoges.

Discloses its "Life Saving
Principles” (LSP), key
steps to prevent serious
accidents during high-
risk tasks (Also disclose
that it is available in
over 20 languages).
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(B Employee health and safety

@Discloses detailed safety management targets and performance, recognizing
employee safety as a top strategic priority across diverse working
environments.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1925

Head US, Texas

quarters

Revenue | ¥11 T (2023)

Emplo ~110K

yees

Business | Global company engaged

in the design,
manufacture, and sale of
construction equipment,
mining machinery, and
diesel engines.

o Excavators,
Bulldozers, and
Generators, etc.

» Supporting
infrastructure and
energy markets.

Source: Sustainability Report 2023

Key Features of Disclosure

Emphasizes providing a safe working

environment for its large workforce.
« Stating the prevention of injuries and
health risks as a critical responsibility.

Discloses safety initiatives through specific
goals and strategies and processes.
« Details on collaborative safety strategy
development process involving
employees and management.

Investor-perceived Benefits

By disclosing how employee safety is
ensured across diverse global environments,
investors can assess the company's risk
management capability.

Providing clear disclosure of targets along
with actual results helps investors assess
goal achievement and understand
corrective actions if progress falls short.

’
e
._

LN
o Disclosure Examples

—

CATERPILLAR

EMPLOYEE SAFETY

fives. Safety is at

s 5 Pemen o }_l_

We believe the best way to drive a culture of safety

Clearly discloses
employee safety as the
highest strategic
priority.

excellence is to create an environment where each person

and team is accountable for their own safety and the
safety of those around them. Additionally, we nurture a
culture of learning that enhances safety through training
and experiences.

Safety at Caterpillar is led by both management and
employees. From practical experience, our employees can
create and champion their own safety improvements. We
provide every employee, including newly hired employees,
with knowledge to perform their jobs safely, and leaders
regularly receive training on safety principles and set an

Emphasizes that safety
at Caterpillar is driven
by both management
and employees,
incorporating
employees' practical
experiences into safety
improvement measures.

Discloses specific
targets, such as
reducing the
recordable injury
frequency rate by 50%
from 2018 levels by
2030, along with
progress data and
qualitative details of
initiatives.
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MDiscloses proactive information on codes of conduct emphasizing compliance

and safety, including content and outcomes.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
2@% & Reasons

Founded | 1929

Head UK, London
quarters

Revenue | ¥10T (2023)

Emplo ~128K

yees

Manufactures and sells
consumer goods
including detergents,
haircare, toiletries,
and food products.

» Operates globally
in around 190
countries with
established brands
such as Lipton,
Lux, and Dove.

Business

Source: Annual Report 2023

Key Features of Disclosure

Actively discloses details and outcomes of
initiatives such as code of conduct policies
and employee safety enhancement to
investors.

» Disclose about Compliance training and
on-site visit programs aimed at
accident prevention.

Investor-perceived Benefits

Investors consider it natural for global
companies to receive a certain number of
internal whistleblower reports; therefore,
they recognize the importance of
management creating an environment
conducive to whistleblowing. In this context,
honest disclosures enhance transparency
and indicate lower corporate risk.

For investors, proactive disclosures of
outcomes in compliance and employee
safety initiatives are useful for evaluating
corporate risk levels.

LN
%< Disclosure Examples

Unilever

Business integrity

Unilever's Code of Business Principles and Code Policies are

the non-negotiable expectations we set to ensure we grow
responsibly. Our employees are required to submit an annual
pledge to confirm they have understood, and commit to, and
adhere to, the Code. It is embedded through comprehensive
business integrity training programmes, covering issues such

as countering corruption and harassment. Our zero-tolerance
approach to bribery is supported by targeted mandatory training,
including for those in frontline customer and supplier roles.

Across all areas of our Code, we received 1,390 Code reports

this year - an increase of 21% versus last year. This reflects
our efforts to encourage people to 'speak up’ when they see
Code breaches. We have also strengthened our procedures to

check that employees have not experienced retaliation after
reporting a breach of the Code. Following investigations by
our Business Integrity teams, we closed 969 Code reports and
confirmed 507 reports as breaches, resulting in 337 people
leaving the business.

Safety-first

Health and Safety is a key part of our Code and ways of
working. It is deeply embedded in our culture, governance
and operating structures, with accountability at all levels.
Our programmes and standards cover all employees and
contractors who work on our sites. Strong safety leadership is
key to our work. Since 2022, over 100 leaders have visited 30
countries as part of a safety leadership site visit programme -
showing their commitment to safety and encouraging people
to speak up when they witness unsafe behaviour.

‘We have dedicated programmes to address key safety risks,
including road safety which is a primary cause of injury among
our employees. For example, we upgraded our global fleet
procurement policy to ensure that all new Unilever vehicles
purchased have the most advanced safety features, such as
blind spot detection and anti-collision systems.

By continuing to strengthen our safety-first mindset and targeting

Discloses initiatives
encouraging
employees to speak up
when witnessing
compliance violations,
along with results
indicating a 21%
increase in reported
violations compared to
the previous year.

key safety risks, our employee Total Recordable Frequency Rate
(TRFR) improved by 13% versus 2022, to 0.58 accidents per million

hours worked. Accidents involving our people are addressed with
the utmost care and attention. A contractor sadly passed away
while working at one of our factories. We responded with a full
investigation and applied the lessons learned to sites worldwide
to prevent a similar reoccurrence.

Alongside our work on sc?e-ty, We continue to su pport
employees who are experiencing occupational and mental
health challenges. This year, we grew our 4,000-strong network
of trained Mental Health Champion volunteers as well as
offering a wide range of mental health support resources.

Discloses initiatives to
embed a safety-first
mindset, including
employee Total
Recordable Frequency
Rate (TRFR)
performance,
improvement status,
and actions taken in

response to fatalities.
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(B Employee health and safety

@Discloses detailed accident-prevention initiatives and outcomes, positioning
employee safety as the highest corporate management priority.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
®% & Reasons

jed

Founded | 1924

Head France, Courbevoie
quarters

Revenue | ¥ 37 T (2023)

Emplo ~100K

yees

Business | Global energy company

engaged in exploration,
production, processing,
and sales of energy
resources.

« Provides diverse
energy solutions
across oil, natural
gas, renewable
energy, and

electricity sectors.

Key Features of Disclosure

Clearly discloses employee safety as a top

priority.

Provides transparent disclosure of actual

incidents and preventive measures

Quantitative data on incident
frequency and reductions

Specific actions and improvement
programs based on lessons learned.

Investor-perceived Benefits

Detailed disclosures on accident prevention
initiatives and their effectiveness enable
investors to assess the company's awareness

of risks and the extent of its risk
management efforts.

%N
%.< Disclosure Examples

TotalEnergies

(" = | afety is more than a priority at TotalEnergies; it
‘ S ‘ is a core value on which we will not compromise
\ / for any reason. Everyone who works at our sites
must be able to return home safe and sound at the end of
their workday.

The Company has set a goal of “zero fatalities”, and is aiming
for ongoing reductions in the number of accidents. Sadly,
we recorded two accident-related fatalities in 2023 among
contractors staff. An analysis of these cases led to specific
action plans (see opposite).

[ —

Clearly discloses that safety is
highest priority and a core value
that will not be compromised
under any circumstances.

Worldwide roll-out of the

“Our Lives First” program

The program is designed to implement three types of prac-
tical actions at all of our sites:

Discloses specific preventive
measures, such as introducing

safety checklists for high-risk
operations.

« Life Saving Checks: five activities have been identified as
generating the highest risks which could be the cause of
fatal accidents. Safety checklists have been drafted for
these activities, to check that work is carried out correctly
in the field, in compliance with the safety rules;

« Joint Safety Tours: front-line presence and safety dialogue

have been enhanced to promote a shared safety culture.
Joint safety tours with TotalEnergies senior management
and contractor partners are held in addition to daily visits
from local management;

« Safety Green Light: the goal is to ensure that the intervening

teams understand the risks involved, notably of a fatal
accident, before starting work. To this end, a ritual of ques-
tions associated with the work permit was integrated into
the Our Lives First program from the outset. After two years
of practice, we carried out an observation phase to capitalize
on feedback and assess the level of adoption. As a result,
the form of the document has been revised, and the objec-
tives and expectations clarified. The revised version of the
Safety Green Light will be rolled out to all Company sites
in2024.

Discloses incident data, such as
injury rates relative to working
hours.

TOTALENERGIES TRIR

Total recordable injury rate per million hours worked.
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Source: Sustainability & Climate 2024 Progress Report, . TotalEnergies 2023 Results and 2024 Objectives presentation
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(B Employee health and safety

@Discloses specific initiatives and outcomes with KPIs to ensure supplier
compliance on human rights and labor conditions, aiming to eliminate industry-
wide human rights concerns and achieve a clean coffee and cocoa business.

lw| Company Profiles

2 2 o Highlights in Human Capital Disclosure
:‘@% & Reasons

Founded | 1866
Head Switzerland, Vevey
quarters
Revenue | ¥16 T (2023)
Emplo ~270K
yees
Business | Manufactures and sells
food and beverages
» Powdered and
liquid beverages
» Pet food
« Culinary products
and cooking aids
« Confectionery, etc.
1. Mecha

Key Features of Disclosure

Discloses an original human rights
framework introduced in the context of
past criticism over poor labor practices,
including child and unpaid labor in its
supply chain, clearly positioning human
rights risk reduction as crucial for
protecting the company.

Discloses top 10 high-risk issues overseen by
a Human Rights Governance Committee

« KPIs focused on reducing child labor
risks.

Investor-perceived Benefits

By having visibility of human rights risks and
improvement measures, investors can
better assess potential reputational risks
and understand whether the company
maintains a sustainable value chain.

hism to identify, monitor, and implement corrective actions against child labor risks.

Source: Creating Shared Value and Sustainability Report 2023

LN
o e

ee Disclosure Examples

Nestlé

Context

‘People and respect for human rights are at

the core of Nestlé’s culture and values, and

one of our key Corporate Business Principles.
jur commitment Lo respecting and promoting

human rights is critical to our business strategy
it blaajus

and a key part of our

transition to a regeneratifte food system at scale.

Our vision of a regeneratjve food system has
people at the center. Aloflg with sustainable,
nutritious and affordableffood for the global
population, a regenerative food system needs

to provide resilient, fair lifelihoods and dignified

work for people across tle world to support
themselves and their fanflies.

A growing body of legisidtion and the changing
expectations of stakeholflers mean there is more

interest in Nestlé's actiorfs on respecting and
human ri its value chain.
Acting in an ethical mander is crucial to scale

Positive Impacts across Blverse geographies and

protect Nestlé’s business and Any

Clearly discloses that reducing
human rights risks is critical to
protecting the business and
corporate brand, given the
potential for regulatory action.
Emphasizes human rights as core
to Nestlé’s corporate values.

and
due diligence at the heart of our approach and kentifies.
foc.

incidents or concerns linked to human rights
violations may potentially lead to impacts on

individuals, regulatory action and impacts on our

reputation. For more on business risks, please
Iz

Child Labor Monitoring and

Remediation System Data Points for
Cocoa in Céte d'lvoire and Ghana

2022

2023

‘work in this area:

rights at afl levels of our governance structure.

embedded throughout the organization. Lnks 1o the.

this section.

legislation and collective action on the ground.

~ Strategic partnerships help us partner with thought-
leading and local orgarizations.

~ Transparency and reporting o9 us provide a high

challenges we face.

P

Households covered by the CLMRS to 87422 108810
revent and address child labor risks

Children cover
prevent and address child labor risks

the CLMRS to 110343 178553

Total number of children who 15035 28583

received support

203401

Cumulative total number of children who have

received support*

12135

Number of children identified who reported no
longer engaging in activities posing a risk of

child labor (8974 in 2022)**

Defines a
business
framework
requiring risk
assessment.

70.6%

Volume of cocoa sourced from
all countries covered by the
CLMRS or other dedicated due
diligence systems, with mass

l balance included

Discloses implementation of

CLMRS' to mitigate child labor

risks in the cocoa supply chain

« Disclose increased numbers

of children removed from at-
risk activities and KPIs such
as cocoa volume sourced via
CLMRS.
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