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Action Plan for the 'Act for Measures to Support
'The Law on Promoting Women in the Workplace' (as of March 2020)
UBS Securities Japan Co., Ltd.

The UBS Group is committed to creating and maintaining an inclusive and balanced working
environment. Specifically our businesses recognize and address the fact that employees
increasingly face an array of social requirements including child-rearing, nursing care, issues
of well-being, and other work/life balance pressures. We have adopted the following action
plan to raise productivity, and sustain an environment in which all employees can reach their
full potential with the greatest level of contributions.
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Duration: April 1, 2016 to March 31, 2020

Objective: Further increase senior female leadership (i.e. Director level and above ratio
from 24.8% (as of Mar 2016 to 30% by end of March 2020 by further improving the

working environment and mind-sets of both management and employees (As of March
2020 25.8%.

Measures and Timeline:

Director (DI)/Associate Director (AD) Mentoring program - continue with existing DI
program and to include AD females. Increase the number of programs to cover 50%
of female DI/ADs by March 31, 2020.

Oct 2015 Kick-off of DI Mentoring Program (Year 1) 18 pairs completed

Sep 2016 Kick-off of AD (Year 1)/DI (Year 2) Mentoring Program 18 pairs compl/eted
Sep 2017 Kick-off of AD (Year 2)/DI (Year 3) Mentoring Program 21 pairs completed
Sep 2018 Kick-off of AD (Year 3)/DI (Year 4) Mentoring Program 19 pairs completed
Dec 2019 Kick-off of AD (Year 4)/DIl (Year 5) Mentoring Program 16 pairs ongoing
*Target hosting 15-20 pairs each year

Continue to target 100% completion rate of coaching for Maternity/Paternity Leave
returnees and Line Managers coaching, to support smooth transitioning back into teams.
Frequency may differ depending on the number of returnees but seek to conduct at least
twice a year. Overall, for 2019, UBS had less returnees compared to past year and
placed more efforts on pre-maternity coaching.

Continue to maintain approximate 50:50 gender balance per annum in hiring. Identify at
least one female candidate during each hiring/selection process. Japan management

owns the initiative and drives it within each respective business divisions/groups.
Functions with significantly less female leadership are particularly targeted to set annual
increase goals. Gender balance of 50.3%(YoY+5.5 percentage points) female in 2019.

Top-down regular messages and dialogue from senior management related to gender
diversity. Communicating the diversity agenda internally and externally, management
shares success stories and exhibits diverse role models. Arrange at least four gender
diversity focused sessions a year, hosted and attended by local/regional/global senior
management. In 2019, UBS held a number of internal/external speaker events as
well as other initiatives and events lead by both senior management and our
employee networking groups.



